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ABSTRACT 
The purpose of this thesis was twofold; first, to develop and test a model of career 
outcomes and second, to gain a greater understanding of workers in the 45 years and 
older age group. To achieve these aims a series of four studies was carried using a 
combination of qualitai've and quantitative methods. It was decided to concentrate the 
research on the 45 years and over age group for the following reasons. First, with the 
anticipated ageing of the population this group is set to become increasingly important 
in the workforce. Second, although the developmentally based theorists have always 
taken a lifespan approach, most empirical work in this area has concentrated on the 
early to middle career stages. Third, recent trends in career development literature have 
focussed on special groups such as women, ethnic minorities and older workers. This 
research focusses specifically on the special sub-population, adult workers in mid to 
late career. 
Participants in Studies 3 and 4 which form the main data gathering sections of the 
research were all drawn from a single organisation, the Queensland Department of 
Education. The main disadvantage to using a single organisation sample is that the 
results of the research cannot be generalised across all workers in the 45 years and over 
age group. By limiting the sample to a single organisation, however, potential problems 
caused by different work practices and expectations between organisations and 
industries are removed Consequently, it becomes possible to compare more accurately 
the work experiences and outcomes of individuals. 
The model which was developed and tested consists of two parts; a core model 
and an expanded model. The core model comprises five work related variables. It is 
designed to eliminate, in the first instance, the effects of demographic variables such as 
age, gender and education on career achievements. On the input side of the model are 
the influencing variables while on the output side of the model are the success 
variables. Three variables were developed and measured on the input side of the model: 
employment age, which refers to the number of years a person has been employed in 
total; vocational age, the number of years which they have been employed in their 
(i) 
curtent profession; and career type. For the purposes of this thesis a new career type 
typology was developed which is both non-age and non-gender specific and which 
allows for both traditio.ial and non-traditional career patterns. On the output side of the 
model, career outcomes are measured in terms of objective success and subjective 
success. Objective success is measured in terms of the respondent's job title, job 
classification and salary. Subjective success refers to the extent to which a person feels 
that they have been successful in their career and was developed specifically for use in 
this research. The expanded model uses the core model as its base but introduces 
additional non-work influences. Specifically, it includes gender, age and education 
variables. 
The models developed for this research were derived from issues raised in the 
literature. The empirical work designed to test the models was carried out as a series of 
four progressive research studies. Study 1 focussed on the development of the variable 
subjective success. After reviewing the literature an existing measure of subjective 
success was not found. Consequently, a measurement scale had to be designed for use 
in this research. Thus, the purpose of Study 1 was to develop an appropriate scale and 
to test it for both reliability and validity. 
The focus of Study 2 was the design and pilot study of a questionnaire to be used 
in the main study. The purpose of Study 2 was first, to check the questionnaire for 
readability and face validity, and second, to ensure that all the variables from the models 
were being measured appropriately. Based on feedback from the pilot study sample 
several changes to the questionnaire were made. 
Study 3 was a large scale mail out survey of 284 Queensland Department of 
Education employees. Its purpose was to test both the core and expanded models of 
career outcomes and to provide a bank of data describing the typical careers of 
employees aged 45 years and over. This data was analysed both descriptively and in 
terms of relationships between key variables. A LISREL analysis was then conducted 
to determine how well the model derived from the literature explained variations in 
career outcomes. While the core model alone provided the best explanation of career 
outcomes, several adjustments were made to the relationships contained in the 
expanded model to improve the fit. 
(ii) 
Study 4 was a qualitative follow up study consisting of 30 in-depth interviews with 
Departmental personnel. The purpose of these interviews was to expand on some of 
the findings from the quantitative analysis of the survey data thereby gaining a deeper 
understanding of the target population. Specifically it focussed on the question of 
gender differences in perceptions and expectations of success. 
Overall the combined findings of these studies indicate that gender continues to be 
a major influence on long term career outcomes. In particular, those women who have 
taken time out of the work force to raise families are significantly less successful in 
objective terms than both men and those women who have experienced continuous 
careers. Interestingly, however, there were no significant differences between how 
successful women perceived themselves to be when compared to men despite the clear 
objective differences. 
The question as to why women feel so successful relative to men was the focus of 
Study 4. From the interviews conducted it emerged that men and women tend to have 
different expectations of success. Also, it appears that they perceive the pressure to 
succeed in the work place differently with men feeling that they should continually 
strive for promotion while women place a stronger emphasis on lifestyle and the 
intrinsic rewards of work. 
In summary, this thesis developed and tested a model of career outcomes on a 
sample of public sector employees. The findings of these tests, combined with the 
qualitative findings of Study 4, indicate that while certain experience variables such as 
time in the work force play an important role in determining final career outcomes, 
gender remains a significant influence on career success. 
(iii) 
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Chapter 1 
CHAPTER 1. OVERVIEW 
Over the past forty years research on careers has changed significantly from the 
career choice focus of the 1950s through to the more developmentally-oriented life 
span approaches of the 1980s and 1990s. Increasingly, more emphasis is being placed 
on "special needs" populations within the labour force which do not necessarily follow 
or conform to standard career models, for example women who take time out of the 
labour force for child bearing and rearing, ethnic minority groups and people with 
disabilities (Brown, 1990). 
Much of this change in focus can be attributed to changing environmental factors. 
The empirical bases from which early career theories were developed, and the social 
and economic environments in which they were tested and verified, no longer exist in 
the same form. Consequently, modifications have been made to existing theories and 
models to ensure their continued relevance. Holland (1973, 1985) and Super (1957, 
1990) are examples of theorists who have undertaken several major revisions of their 
models to allow for the changes which have occurred in the work environment since 
they were originally published. In addition, new models are being developed and 
studies conducted which better reflect contemporary work life. 
Several important factors have contributed to these changes including the increased 
laboiu- force participation by women, the increase in long term unemployment due to 
declining economic conditions, the effect of technological advances on the type of work 
available and the impact of the "baby boom" generation in terms of the ageing of the 
population. 
Chapter 1 
Women in the Labour Force 
Since the late 1960s the labour force participation rates of women have risen 
significandy throughout the world. In Australia, since the 1970s and 1980s the labour 
force participation rate of women, particularly married women, has risen significantly. 
Currentiy, nearly 53% of women actively participate in the labour force compared with 
a pre-World War n average of approximately 25% (Casties, 1993; Eccles, 1984). 
With the increasing number of women pursuing careers, researchers have 
developed new theories and models which concentrate specifically on explaining 
women's career development. The underlying assumption of most career theories is that 
a career is both long term and continuous. Although women are increasingly following 
this traditional male pattem of labour force participation, many still take time out of the 
labour force for child bearing and rearing. Early discussions of women's careers by 
Super (1957) and Zytowski (1969) assumed that the central role of women was 
homemaking and that career concerns were secondary. More recent models, while 
acknowledging the tendency for women's careers to follow an interrupted pattem, give 
the importance of work in a woman's life greater prominence (Astin, 1984; Betz & 
Fitzgerald, 1987; Sanguilano, 1978; Spencer, 1982). Astin (1984), for example, 
assumes that work motivations for women are the same as they are for men while the 
focus of Betz and Fitzgerald's (1987) work is on die content of women's career choices 
rather than simply the decision whether or not to have a career. 
Arguments in favour of separate career theories for women centre around the 
contention that existing models do not adequately cover the differences in the 
socialisation process for men and women (Osipow, 1983). The perceived need for 
separate theories to account for women's career development is not, however, 
universally accepted. The main arguments are: first, the lack of substantial evidence to 
suggest that current theories are any less applicable to women than they are to men; 
second, that a comprehensive theory of career should be equally applicable to all 
persons in society; and third, the development of separate career theories for women is 
a divisive activity which reinforces stereotypes, and implies that some behaviours are 
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more appropriate to women than to men (Brown, 1984b; Harmon, 1984). 
Unemployment 
Paradoxically, a second trend which needs to be incorporated into new, 
comprehensive theories of work and careers is that of unemployment. In the past 
decade, the unemployment rate in Australia has twice risen to over 10% of the labour 
force and is currentiy 8.2% (ABS, 1995). The underlying premise in many career 
theories is that work is the central life role for most people (Brown, 1990). The 
continuing high levels of long term unemployment, however, mean that many people 
will experience an extended period of unemployment at some stage during their 
working life. Although some theorists, such as Super (1990) and Schein (1978), have 
attempted to incorporate the influence of non-work roles into their overall theories of 
career, unemployment is not explicitiy addressed in any great detail in the career theory 
literature. This is to be expected for two reasons. First, from the work environment 
perspective, wide spread long term unemployment is a relatively recent phenomenon 
which was not significant at the time that the major career theories were developed. 
Second, given that career theories concentrate on work issues, non-work issues such as 
child bearing, unemployment and early retirement tend to be only of peripheral interest 
Technological Advance 
Technological advances have changed the nature of the work available resulting in 
a move away from laboiu" intensive materials and goods producing activities towards 
services based economies (Casties, 1988). The impact of technological change is of 
concern mainly in terms of changing job opportunities. New technological processes 
can deskill and fragment large areas of work. At the same time they create a demand 
for new skills resulting in improved living standards for the specialised section of the 
workforce involved in the design and production of the new technology itself 
(McLoughlin & Clark, 1992). Although skills redundancy often results in 
unemployment, it is also a catalyst for retraining and mid-career change. 
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Ageing of the Population and Adult Career Concerns 
A foiuth area, and one which it is anticipated will become increasingly important 
over the next thirty years, is that of the ageing of tiie population. This phenomenon is 
not confined to Australia but is being experienced, to varying degrees, by all major 
industrialised nations (United Nations, 1992). As a result, a larger proportion of the 
population is concentrated in the age groups representing those in the mid to late career 
stages. 
From a theoretical perspective, most vocational research to date has concentrated 
on career choice and early career development (Herr & Cramer, 1992). The research 
bias in favour of early employment experiences at the expense of the issues and 
concerns facing older employees can be largely attributed to the influence of 
demographic trends. Since the end of the Second World War, the number of young 
workers entering the labour force has been relatively high and this is reflected in the 
past trends in career education which strongly emphasised youth (Herr & Cramer, 
1992). With the declining birth rates being experienced in most industrialised nations, 
fewer young people are entering the workforce. From a social and economic point of 
view, older people will become increasingly influential, particularly as many of these are 
"baby boomers" moving through their life cycle. 
Studies which focus on adult career concerns tend to concentrate on the issue of 
mid-career changes and the motivation behind these changes. To date, this issue has 
been examined mainly from a psychological point of view. Changing interests, the 
desire for increased work satisfaction, and transitions between developmental stages are 
often cited as important motivations for mid-career change (Heddescheimer, 1976). AU 
of these reasons are, however, personal and are based on the assumption that significant 
career changes are voluntary. Given the changing nature of work, a significant area 
which needs to be addressed is the effect on an individual's career of externally 
imposed involuntary career change due to skills redundancy and unemployment. 
Thomas (1980) has done some work in this area by classifying those who change 
occupation mid-career according to the combined pressures from within the individual 
and from external pressures in the environment. 
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However, relatively litde research has been conducted on the career experiences 
and potential of workers between the ages of 45 and 65 years. In the terminology of 
the developmental approach to career theory, this period encompasses the 
"maintenance" and "decline" stages (Williams & Savickas, 1990). A greater 
understanding of the needs and expectations of those in middle and older age groups is 
needed if potential problems associated with the ageing of the population are to be 
anticipated and, where possible, averted. These problems are wide ranging and will 
affect social, cultural and economic institutions. 
Defining the Population of Interest 
In any research it is necessary first to identify the target group of interest. From 
an age related career perspective it is important to note that despite recent legislation 
which outlawed compulsory retirement based on age, most people still retire by age 65 
years. This means then, that the upper age limit of the working population is taken as 
being 65 years (Donnellan, 1990). Older workers have been variously defined 
commencing with persons aged 40 years aU the way through to post retirement age. In 
this study, the minimum age limit of 45 years is used. This is consistent with previous 
Australian research, in particular the major study Retired, Unemployed or at Risk? 
undertaken by the Bureau of Labour Market Research (BLMR 1983). There are two 
reasons for using 45 as the minimum age for participation in this research. First, 45 
represents an approximate mid-point for many peoples' careers. WTiile they have a 
substantial potential prior work history (up to 30 years), they still have a potential 20 
years employment ahead of them. Second, 45 years is also the lower age limit which 
defines the maintenance developmental stage (Super, 1984; Yost & Corbishley, 1987). 
In general, this age group has shown a steadily declining labour force participation 
rate, both in absolute and relative terms, since the end of World War n (Castles, 1992). 
This trend is particularly evident amongst males in the 55 years and over age group. 
Since the mid-1980s, however, the overall participation rates of workers aged 45 years 
and over have begun to show a slight upward trend. This is due to a combination of the 
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increased participation rates of women in the labour force at all ages and the first sign 
of the "baby boomer" generation moving through the upper end of the labour force 
(ABS, 1984). 
Thesis Objectives 
Developing and Testing A Model of Career Outcomes 
The main purpose of this research is to to carry out an in-depth study of a sample 
of employees in the maintenance and decline developmental stages of their careers and 
then to test a model of career outcomes based on their experiences. The model 
developed and tested consists of a core model based on purely work related variables 
which is then expanded to include various demographic and educational variables. 
Fundamentally the core model simply states that an individual's career outcomes in 
terms of objective and subjective success are a consequence of their career history or 
experience which is defined in terms of employment age, vocational age and career 
type. 
Objective success is measured according to income, position within the 
organisation and job title. Each of these measures is directly observable and 
measurable. Subjective success differs in that it represents how successful the 
individual feels they are. As an internally defined concept, it cannot be directly 
observed and relies for its measurement on a scale of specially developed attitude 
statements. 
On the experience or outcomes side of the model two new variables, employment 
age and vocational age, have been developed. Employment age refers to the total 
number of years a person has been employed whereas vocational age is the number of 
years they have been employed in the occupational area in which they are currently 
working. Finally, from a synthesis of previous studies, six career types are defined 
which allow for both traditional and non-traditional career pattems. 
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The core model concentrates specifically on work related influences and is non-
gender and non-age specific. This allows the influence of only controllable variables to 
be measured in the first instance. Although each of the core model variables is able to 
be controlled by individuals based on their lifestyle choices, certain external factors 
influence each of these variables. The expanded model, in which the core model 
features as the central focus, allows the influence of demographic and educational 
variables to be incorporated. These variables demonstrate how lifestyle influences 
career experiences and outcomes. 
The use of subjects aged 45 years and over is valuable in the testing of the model 
for three reasons. First, the study will provide a significant base of descriptive material. 
Second, each subject will have a substantial potential work history of at least 25 years. 
Consequentiy, it is possible to allocate career pattems with more confidence than would 
be possible with younger employees. This is particularly tme of those people who 
have experienced an intermpted career. Most interruptions are due to child rearing 
duties which are normally complete by the age of 45 years (Stewart & Greenhalgh, 
1984). Third, all subjects in the study will, as a group, have been equally affected by 
specific legislative and social changes. 
Documenting the Labour Force Experience of Departmental Employees Aged 45 
years and Over 
The second objective of this study is to give an overview of the labour force 
experience of tiiose workers in the Queensland Department of Education who are 
currently in the 45 years plus age group. Although concentrating on employees in a 
single organisation means that specific results cannot be generalised to the overall 
population, it allows for a more in-depth study and can give indications as to trends 
which may be relevant in other contexts. The advantage of concentrating on a relatively 
narrow age range (45 years to 65 years) is that the subjects in the study will have been 
relatively equally affected by any substantial legislative or social changes such as the 
introduction of equal opportunity employment practices. Future developments in the 
career literature as it relates to older employees are dependent on a fuller understanding 
of the "typical" career experience of older workers. Explanatory theories and models 
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need to be based on a knowledge of what pattems of careers and work experience tend 
to be related to what outcomes. Documenting the current career standing of employees 
in the 45 to 65 year age group does more than serve a purely descriptive function, it 
provides framework with which to promote a greater understanding of older workers 
and their ongoing role in the labour force. In summary, the secondary objective of this 
thesis is to outline the labour force experiences and current labour force status of 
employees aged 45 years and over in the Queensland Department of Education. 
Sample 
Although the models developed in the thesis do not include any organisation 
specific questions or materials and so can be considered general models of career, it 
was decided to Umit the testing of the models to a single organisation. With the sample 
narrowed, not only in terms of age but also according to employer, respondents should 
have a range of overlapping work conditions. This means that the effects of 
organisation specific poUcies will equally impact on the sample group. By Umiting the 
sample to a single organisation, potential problems caused by different work practices 
and expectations between organisations and industries are removed. Consequentiy, it 
becomes possible to compare more accurately the work experiences and outcomes of 
individuals. Specific organisational practices which may make this group differ from 
the general population include the marriage bar, a regulation in force until 1968 in 
which married women had to resign their permanent positions on marriage and the 
practice of transfers within the department, particularly to country regions. In the case 
of the marriage bar, although all married women could legally have returned to the 
permanent workforce when it was removed, individual factors may have precluded 
many from doing so. 
In the initial development and testing of the models, concentrating on a single 
organisation allows a more detailed analysis of the model to be conducted. This is 
because explanations of the possible effects of other organisations' practices on 
specific aspects of the models do not impinge on the overall testing of the models. 
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The organisation from which the sample was drawn was the Queensland 
Department of Education. The Department was chosen for die following reasons. 
First, it is a very large organisation which employs approximately 48,000 people in a 
range of teaching and support occupations. Second, it has a clearly defined stmcture 
within which comparisons between jobs are relatively simple. Third, appointment and 
promotion are both based on merit rather than external, social factors. Fourth, it is 
possible to be appointed to a position at any level of the Department not just at entry 
level and fifth, several distinct, clearly identifiable career path options can be followed 
within the Department 
The major Umitation to confining the testing of the model to a single organisation 
is that the findings of this overall study cannot be generalised across the labour force. 
Although the actual results of the testing of the model at this stage can only be 
considered representative of the experiences of Queensland Department of Education 
employees, the model is developed so that it could, in future research, be applied to 
other organisations. This type of comparative study is, however, outside of the scope 
of this thesis. 
Methodology 
The model developed for this research was derived from issues raised in the 
literature. The empirical work designed to test the models was carried out as a series of 
four progressive research studies. Study 1 focussed on the development of the 
variables of subjective success. After reviewing the literatiu^e an existing measure of 
subjective success was not found. Consequently, a measurement scale had to be 
designed for use in this research. Thus, the purpose of Study 1 was to develop an 
appropriate scale and to test it for both reliabihty and validity. 
The focus of Study 2 was the design and pilot study of a questionnaire to be used 
in the main survey. Specifically, the purpose of Study 2 was first, to check the 
questionnaire for readability and face validity, and second, to ensure that all the 
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variables from the models were being measured appropriately. Based on feedback 
from the pilot study sample several changes to the questionnaire were made. 
Study 3 was a large scale mail out survey of 284 Queensland Department of 
Education employees. Its pmpose was to test both the core and expanded models of 
career outcomes and to provide a bank of data describing the typical careers of 
employees aged 45 years and over. 
Study 4 was a qualitative foUow up study consisting of 30 in-depth interviews with 
Departmental personnel. The purpose of these interviews was to expand on some of 
the findings from the quantitative analysis of the survey data thereby gaining a deeper 
understanding of the target population. 
Contributions 
This thesis contributes to the literature in five ways. First, it develops a general 
model of career outcomes which could be tested on any group of employees. Second, 
it broadens the concept of career success to include both objective and subjective 
success. It not only develops the variable of subjective success but also a scale with 
which to measure i t The third contribution of the research is the clarification of 
contemporary career pattems with the introduction of a new typology of career 
pattems. Fourth, the thesis examines the area of seniority as an influence on career 
outcomes. The final contribution of the thesis to the literature is the close examination 
of a group of employees who fall within the "maintenance" and "decline" 
developmental stage. 
Development of a Career Model 
The main contribution of this research is the development of the model of career 
outcomes. This model consists of a core model which concentrates on work related 
influences which is then expanded to include demographic and educational variables as 
potential influences on career outcomes. The model is widely applicable and could be 
tested on any group of employees from any employment background and from any 
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organisation. While the core model concentrates specifically on work related variables, 
none of these variables is vocation or organisation specific. The expanded model 
incorporates external influences on career outcomes such as gender and educational 
background. By including these additional lifestyle variables, it is possible to measure 
the influence of specific non-work factors on the work related variables contained in the 
core model. 
Many existing models and theories have been criticised because they are seen to 
reflect either the male or female experience of work. The core model which is 
developed in this thesis is both non-age and non-gender specific. It attempts to show 
how controllable work related experiences influence overall career outcomes without 
reference to the uncontrollable variables of age and gender. Age and gender are 
incorporated into the expanded model but only as indirect influences on overall career 
outcomes. The expanded model shows how these uncontrollable variables impact on 
the experience related core model variables rather than assuming a direct linkage 
between, for example, gender and overall career success. 
Career Outcomes 
Career outcomes are expressed in this research as objective success and subjective 
success. While the three identified measures of objective success are all directly 
observable, the idea of subjective success introduces a variation on the concept of job 
satisfaction. Job satisfaction is defined in the literature as being "an overall attitude 
that people have towards their job" (Kalleberg & Loscoco, 1983). It is a wide ranging 
concept which includes elements of satisfaction with the content of the job, its status, 
work environment and so on. Subjective success is a narrower concept and refers 
specifically to how successful an individual feels they have been in their career. It is 
measured according the level of agreement or disagreement with six statements on a 
five point scale. While scales have been developed to measure job satisfaction, there 
are no existing scales to measure the concept of subjective success. Consequentiy, the 
scale used to measure subjective success has been specifically designed for use in this 
study. The definition and measurement of the concept of subjective success is a 
second contribution to the career literature. 
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Career Pattern Typology 
A third area to which the study can contribute is the clarification of contemporary 
career pattems. Career pattems are descriptive categories which outline the sequence of 
occupations held by an individual during their working life. Several typologies of 
career pattems have been published, each of which emphasises different aspects of 
career experience. The typology developed in this shady draws on this earUer work and 
incorporates elements of both traditional and non-traditional career types. Of the six 
career types defined, the linear, steady and intermpted careers can aU be considered to 
be "traditional". Linear and steady careers both assume continuous employment from 
a young age in the same vocational area. The difference between them is that a hnear 
career is carried out within the one organisation while a steady career consists of one 
vocation practised in a variety of organisations. An intermpted career, as the name 
implies, is one in which a distinct period of intermption occurs and is most common 
amongst women. Other career types defined are the static career in which little 
progress is made throughout the individual's working life, the migratory career in which 
the individual changes jobs regularly depending on economic circumstances and the 
opportunities available, and the spiral career in which the individual changes jobs in 
order to increase their job satisfaction. This typology has two main strengths. The 
first is that it is non-gender specific and the second is that it allows for both 
"traditional" and "non-traditional" career types. 
Seniority 
A fourth contribution of this study is in the area of seniority. Relatively little has 
been written in recent years about the influence of seniority on career success as more 
organisations move away from an experience based promotional system to a merit 
based system. Various definitions have been given of seniority including "the length of 
time in a particular job", the "length of service in an occupation" and "the length of an 
employee's continuous service in an organisation" (Ronen, 1978; Shirom & Mazeh, 
1988; Gordan & Johnson, 1982). Although the definition of vocational age coincides 
with the second definition of seniority given above, the term vocational age will be 
retained to avoid possible confusion. Employment age, whilst similar, differs in that it 
measures the total number of years a person has been employed, regardless of 
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occupation or organisation. By including these concepts and quantifying their 
influence on career outcomes, it should be possible to determine whether or not 
seniority still plays a substantial role in overall career success. This is particularly 
important for the sample group being studied in this research as the Queensland public 
sector has undergone major reforms over the past decade to ensure that the merit 
system is enforced in preference to seniority. 
Developmental Literature 
In terms of Super's (1984) stages, the sample group encompasses those within the 
maintenance and decline stages. The "maintenance" developmental stage is generally 
seen as a time of consolidation while "decline" is perceived as a period of gradual 
disengagement from work oriented roles (Super, 1984; Yost & Corbishley, 1987). 
Using the terminology of Levinson et al. (1978), the target sample includes those 
who are in the "middle adulthood era". This "era" incorporates the latter half of the 
stage "becoming one's own man (BOOM)" (approximately 40 to 49 years) as well as 
the stage of "restabilisation" (from around 50 years). During the BOOM phase, the 
central issue for the individual is the disparity between what has been achieved and 
what is desired. Restabilisation is a time of consolidation based on the success of the 
transitions made during the preceding phase. Consequently it can be a time of either 
significant advance or, alternatively, major threat (Levinson, Darrow, Klein, Levinson & 
McKee, 1978). 
WTien examining the contribution of this study to the developmental approach, its 
main importance is in increasing the understanding of those people in the later stages 
of development. It does not attempt to specify tasks to be undertaken during these 
stages nor does it attempt to define a new stage as was done by Murphy and Burck 
(1976). Rather it provides a profile of employees in the maintenance and decline stages 
with respect to their current levels of success, both objective and subjective, educational 
quaUfications and overall career experiences. 
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Summary of Contributions 
In summary, there are five main contributions of this study. These contributions 
are all related to identifying and measuring the important influences on the career 
outcomes of the increasingly important 45 years and over age group. By concentrating 
on this age group, the study increases our understanding of workers who are currently 
in the maintenance and decline developmental periods by documenting their status in 
the labour force as well as outlining their career histories. The sample is limited, 
however, in that all people involved in this study were employed by a single public 
sector organisation. The advantage in using a single organisation is that all 
respondents are subject to the same internal factors and practices. The major 
disadvantage is that the results can not necessarily be generalised to the working 
population. 
The major contribution of the study is that it develops, and tests, a new model of 
career outcomes consisting of a core model of purely work related variables which is 
then expanded to include lifestyle and educational variables. As well as developing an 
overall model of career outcomes, this study contributes to the literature by developing 
specific experience and outcome variables. 
On the outcome side of the model a new variable, subjective success, is developed. 
Subjective success refers to the uidividual's self perceptions of success. It is measured 
using a six item scale which, although in part derived from existing work satisfaction 
scales, is developed specifically for use in this research. 
From the experience side of the model, the main contributions are in the areas of 
career pattems and seniority. The career pattems referred to in the model are based on 
a newly defined non-gender specific typology which takes into account both traditional 
and non-traditional careers. By measuring the influence of length of workforce 
experience, the study also adds to the literature regarding seniority and career 
outcomes. This is achieved by dividing "seniority" into two distinct measurements: 
employment age and vocational age, and then measuring the influence of each on 
objective and subjective success. 
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Overview of the Thesis 
Chapter 2 
Chapter 2 reviews the major theoretical approaches to career and career 
development. Discussed are the most influential theorists from the trait oriented, 
personality focussed, developmental and reinforcement based approaches. Next an 
outiine of different career pattems is given. WTiile career theories attempt to explain 
why careers are chosen and develop the way that they do, career pattems simply 
describe what has happened in an individual's work history. A brief overview of recent 
development in women's career theory is also given. 
Chapter 3 
Chapter 3 focuses specifically on adult development and age related issues. Adult 
development is discussed in terms of three models: developmental, experiential or 
leaming, and biosocial. The discussion then highlights the current documented 
experiences of older workers including trends in labour force participation and 
analyses of the perceptions and actual abilities of older workers. Finally, the issue of 
defining age and ageing is discussed and altemative age measures examined. 
Chapter 4 
Based on the issues and trends identified in the literature. Chapter 4 develops a 
model of career development which attempts to explain how the career experiences of 
those aged 45 years and over have influenced their overall career outcomes. The model 
developed in this chapter consists of a core model which is based on purely work 
experience variables. The model is then expanded to include demographic and 
educational variables. The expanded model proposes a series of relationships between 
these non-work variables and the core model. 
Chapter 5 
Once the model has been developed and justified on a theoretical level, it is 
necessary to test it in a practical setting. Chapter 5 discusses the methodology 
employed in this research. In total four research studies were conducted. Study 1 
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concentrated on the development of a scale to measure one of the key model variables, 
subjective success. Study 2 is a full scale pilot study, while Study 3, the main study, 
consisted of a mail out questionnaire to 284 employees of the Queensland Department 
of Education, Study 4 employed the qualitative technique of in-depth interviews to 
further explain and justify some of the findings from the mail out questionnaire. 
Chapter 6 
The development of the subjective success variable, and the scale used to measure 
it, is considered to be one of this study's major contributions. Chapter 6 concentrates 
specifically on how this scale was developed. It defines what is meant by the term 
subjective success and discusses how the scale was derived from the literature. The 
scale developed was tested for internal consistency, temporal stability, content validity, 
face validity and constmct vahdity. 
Chapter 7 
Prior to the final study being carried out a pilot study was conducted, the results 
of which are described in Chapter 7. The purpose of the pilot study was twofold, first 
to test the format and wording of the questions contained in the questionnaire, and 
second to determine whether or not the proposed operationalisation of the model 
variables was effective. Several changes were made to the content wording and format 
of the questionnaire as a result of the pilot study. 
Chapter 8 
Chapter 8 is the first of two chapters which analyse the results of the Study 3 
questionnaire. The main purpose of this chapter is to provide details of the basic 
descriptive statistics and relationships between major variables in terms of the original 
hypotheses outlined in Chapter 4. A multiple regression analysis, in which the 
combined effects of the major hypothesised influencers on the success variables are 
measured, is also conducted 
Chapter 9 
Chapter 9 expands the statistical analysis of the data and measures the model 
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proposed in Chapter 4 using LISREL. Although the core model was a good fit, the 
proposed expanded model did not fit the data at a satisfactory level. Modifications to 
the relationships specified in the expanded model were suggested by the program and 
the modified version tested. The fit statistics improved considerably reaching their 
highest level with separate parameter estimates of the model for males and females. 
This indicates that gender is an important underlying factor in career outcomes and 
cannot be ignored. 
Chapter 10 
Chapter 10 reports the findings of Study 4. It expands on Study 3 by conducting 
interviews with 30 Queensland Department of Education employees. Sixteen women 
and 14 men of different levels and positions within the Department were interviewed 
including both school (teaching and non-teaching) and administrative staff. The level 
of staff interviewed ranged from administrative assistant tiirough to Director. The main 
finding of interest from the preceding chapters, which was further explored in the 
interviews was that despite having demonstrably lower levels of objectively defined 
success, the women surveyed felt that they were at least as successful as the men. The 
focus of the interviews, therefore, was the question "what does success mean to you". 
All interviews were taped and the common themes and issues which emerged are 
discussed in relation to the Study 3 findings. 
Chapter 11 
Finally, Chapter 11 concludes the thesis by drawing together the information 
gained from the four studies and relating these results to the original intention and aims 
of the research. The objectives of the thesis as previously stated were to develop and 
test the career outcomes model and to document the labour force experience of a large 
group of employees aged 45 years and over. First, the findings of the testing and 
modification of the model are summarised. This summary will also include an analysis 
of how the findings of Study 4 add to the understanding of the models. The 
impUcations of these findings will then be analysed in terms of their contribution to the 
existing literature. Second, a summary of the characteristics of die respondents wiU be 
given which gives an overview of the general career experiences of mid to late career 
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employees. Although the results are not able to be generalised to all workers aged 45 
years and over, it will provide a reference base for further research. 
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CHAPTER 2. CAREER LITERATURE REVIEW 
Since its origins in the early part of the twentieth century, the emphasis in 
vocational theory and career development has changed substantially from a one-off 
career choice model based on personal characteristics and aptitude to a more segmented 
approach which allows for career changes and modification throughout the life span 
and in relation to life stage influences. During the 1980s and into the 1990s, careers 
continue to evolve in a variety of pattems dependent, not only on individual 
characteristics, but also on external factors such as social trends, technological advances 
and changes in societal expectations. 
This review examines the work of the major theorists in each of the main 
approaches to career theory: trait oriented, personality focussed, developmental and 
reinforcement based theories. The related issue of career pattems is then explored 
with several typologies outiined. Most of these typologies differentiate between male 
and female careers and therefore are followed by a brief overview of the gender based 
career Uterature. Finally, the different approaches are compared, highlighting both tiieir 
relative strengths and relative weaknesses. 
Before reviewing the main theoretical approaches to careers and career 
development, it is necessary to first define what the term "career" means. Careers can 
be defined either in a very narrow sense, ie. in terms of paid work roles only, or be 
expanded to include life roles such as parent or home maker. The following definitions 
taken from major career theorists demonstrate the diversity of opinion as to what the 
term "career" can and should include. Wilensky and Slocum cited in Miller, for 
example, adopt a relatively narrow definition regarding careers as being "an orderly 
work history in which each job is preparatory for the next" (Miller, 1974:237). This 
definition is limiting in that it assumes a progressive, unintermpted series of jobs, 
usually leading from lower to higher status positions. 
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Since the 1970s, there has been a growing acceptance that careers are not always 
continuous and that influences on career behaviour extend beyond the workplace. One 
theorist whose views reflect this changing concept of career is Donald Super. In 1969, 
Super defined career as "the sequence of occupations, jobs, and positions occupied 
during the course of a person's working life" (Super, 1969:3). By 1980, Super had 
changed his perception of career from a purely work oriented perspective to include the 
wider roles experienced by the individual during their lifetime. Super now defines a 
career as being "the combination and sequence of roles played by a person during the 
course of a lifetime" (Super, 1980:282). 
The inclusion of aU life roles, such as chUd, homemaker and parent as part of an 
individual's career, may be too broad to be effectively analysed within the context of 
career theory. By including too broad a range of influences, the focus on careers is 
lost. Stumpf (1986) adopts a middle range definition which recognises that, although 
careers are primarily centred on the work environment, they are strongly influenced by 
non-work activities and roles. According to Stumpf, a career is defined as "a sequence 
of work-related positions and activities throughout a person's life. A career 
encompasses those stages, transitions, and actions that reflect one's needs, motives, and 
aspirations, as well as societal and organizational needs" (Stumpf, 1986:190). The 
changing perceptions conceming what a career involves are directly related to the 
changing orientation of career theory over the past fifty years. 
Career Theories 
Although there are many explanations as to how careers are chosen and develop, 
there is no single "career theory". Instead there are a number of approaches derived 
from various disciplines. Career theory, therefore, refers to a hybrid of approaches 
rather than a single coherent theory based on any organising principles (Collin & 
Young, 1986). Any attempt to classify the multitude of theories and explanations of 
career choice and development which have emerged during the twentieth century is 
difficult as approaches, especially since the 1960s, tend to overlap and borrow concepts 
from one another. Despite this, Osipow (1990) identifies four main types of theory: 
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trait oriented, personality focussed, developmental and reinforcement based. This 
broad classification is used in the following review. 
Trait Oriented Approach 
Trait and factor models dominated the field of vocational behaviour until the 
1940s. In 1909 Parson, cited in Crites (1969), outiined a three part model of career 
choice which formed the basis of the trait and factor approach. In this model the 
individual first must have a clear understanding of themselves, tiieir aptitudes, abilities, 
interests, ambitions and limitations. Next they need to have a good knowledge of the 
requirements, advantages, disadvantages and conditions of various types of work. 
Finally, using the above information, the person concerned will choose the occupation 
to which they are most suited (Crites, 1969). Thus, the main task of trait-factor based 
counsellors is to match people to jobs which are compatible with their reported 
psychological characteristics. 
From this basic proposition, the d^ ait and factor orientation towards vocational 
guidance developed. Many writers have reviewed trait and factor theory and reached 
various conclusions about its underlying assumptions. 
The following summary gives a concise outiine of the bases of trait and factor 
theories: 
1. Each individual has a unique set of traits that can be measured 
rehably and validly; 
2. Occupations require that workers possess certain traits for success, 
although a worker with a rather wide range of characteristics can be 
successful in a given job; 
3. The choice of an occupation is a rather straightforward process, and 
matching is possible; 
4. The closer the match between personal characteristics and job 
requirement the greater the likelihood for success (productivity and 
satisfaction). 
(Weinrach, 1979a) 
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The assumption that individuals possess a unique set of traits that can be measured 
reliably and accurately resulted in the development of large numbers of personality and 
aptitude tests designed to assist in die career counselling process. In the early stages of 
this approach, traits were seen as "enduring psychic and neurological stmctures located 
somewhere in the mind or nervous system" (Hogan, DeSoto & Solano, 1977:256). 
Although this view has since been disregarded and traits are now considered to be 
leamed behaviours, the main traits of interest to counsellors, such as scholastic 
aptitudes, special aptitudes and interests, appear to be relatively stable over time (Brown, 
1984a). WTiether or not such traits can be accurately and reliability measured is 
debatable. Herr and Cramer (1979) found that the value of such tests in predicting 
individual success in a specific occupation is "discouragingiy imprecise". Ghiselh, on 
the other hand, found that while the predictive value of tests on average is relatively low, 
specific tests can have a relatively high level of vahdity (Brown, 1984a). 
Although some reviewers regard his work as a separate theoretical approach 
(Hackett Lent & Greenhaus, 1991), using Osipow's classification, the work of John 
Holland falls within the parameters of trait and factor theories. Holland (1985) states 
that the suitability of occupational choice depends on the adequacy of knowledge about 
oneself and the occupation in question. The more adequate the knowledge, the more 
suitable the occupational choice will be. Unlike the original trait theorists, however, 
Holland expUcitiy includes important environmental factors, such as social pressures in 
his model, and acknowledges that these factors will influence different people in 
different ways. Holland's theory focuses on the study of types and their interactions 
and is based on four assumptions: 
"(1) In our cultiu-e, most persons can be categorised as one of six types: 
realistic, investigative, artistic, social, enterprising, or conventional; 
(see Table 2.1) 
(2) There are six model environments: realistic, investigative, artistic, 
social, enterprising, and conventional; 
(3) People search for die environment tiiat wiU let them exercise their skills 
and abilities, express tiieir attitudes and values and take on agreeable 
problems and roles; and 
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(4) Behaviour is determined by an interaction between personality and 
environment." 
(HoUand, 1985:2-4) 
Although in Holland's original formulation, the names of the different personality 
types identified differ, tiie basic characteristics remain the same (Holland, 1957). 
Initially, Holland hypothesised that an individual would resemble one of the six types 
outiined in Table 2.1 to the virtual exclusion of others. In his later reformulations, 
Holland recognises that the six personality types are too limiting to account for all 
people. He now assumes that most people, while having a dominant type, will also 
resemble one or more other types (Osipow, 1983). Graphically, a hexagon is used to 
demonstrate the degree of compatibility between personaHty types. (Figure 2.1) 
Figure 2.1. Holland's hexagon model 
Realistic 
Conventional 
Enterprising 
Investigative 
Artistic 
Social 
Holland (1959) developed several secondary assumptions which supplement the 
underlying four. These secondary assumptions help to explain the relationships 
demonstinted by tiiis model as well as tiiose which occur between the individual and die 
environment 
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Table 2.1. Holland's typology of personality types 
Reahstic Practical, materiahstic and uninvolved witii others. Value strength 
and tangible results. Lack interpersonal skills. Work in areas 
requiring manual, technical, mechanical or agricultural skills and 
practical concrete problem solving. 
Investigative 
Artistic 
Social 
Enterprising 
Conventional 
Analytical, introspective and complex. Value scientific approach 
and lack social and leadership skills. Work in areas requiring 
mathematical abilities and intellectual problem solving. 
Imaginative, expressive, sensitive and nonconforming. Value 
fi-eedom, ambiguity and aesthetics and lack organisational skills. 
Work in areas requiring the use of creative skills in an unsystematic 
environment 
Co-operative, ethical, understanding and friendly. Value 
interpersonal relationships and lack mechanical and scientific skills. 
Work in areas requiring social, educational and therapeutic skiUs. 
Ambitious, extroverted, domineering and self confident Value 
success in political and economic fields and lack scientific skills. 
Work in areas involving persuasion, manipulation and leadership. 
Methodical, conforming, conscientious, unimaginative and practical. 
Value organisation and achievement in business and lack artistic 
skills. Work in areas involving the systematic organisation and 
manipulation of data. 
Adapted fi-om Yost & Corbishley, 1987 
Some pairs of types, whether they are personahty types or environment types, are 
more closely related than others. In the terminology of Holland's theory, the degree to 
which types are compatible is referred to as consistency (Holland, 1959). In terms of 
multiple personality types, the more compatible the types that a person resembles, the 
more consistent their personality wUl be. For example, the artistic individual who also 
expresses interest in social and investigative (ASI) activities is considered more 
consistent than the one who expresses interest in artistic, realistic and enterprising 
(ARE) activities. Holland further hypothesises that people witii highly compatible 
multiple types will tend to have higher levels of job achievement and work satisfaction 
and will make more stable vocational choices than those with less compatible 
personality types (Yost & Corbishley, 1987). 
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Other key concepts in the theory are differentiation, identity, congmence and 
calculus. Differentiation refers to the degree to which an individual or an environment 
resembles a single type to the exclusion of other types. A person who showed a 
relatively equal orientation to all six personality types, for example, would be 
considered highly undifferentiated or poorly defined (Weinrach, 1984). Identity 
provides an approximate measure of clarity and stabiUty. A person's individual identity 
is strong where they have clear and stable goals, interests and talents. Environmental 
identity occurs when an organisation has clear and integrated goals, tasks and rewards 
that are stable over time (Weinrach & Srebalus, 1990). Congmence reflects the degree 
to which an individual's personality matches the demands of their environment. In 
other words, congmence occurs when a person works in an environment which 
corresponds to their personality type, for example, an engineer in a "realistic" 
environment that is, a work environment which involves concrete tasks (Osipow, 1983). 
Finally, calculus is a term used in the explanation of the internal relationships 
represented by the hexagonal model where "the distances between the types or 
environments are inversely proportional to the theoretical relationships between them" 
(Holland, 1985:5). 
Holland has continually revised and refined his theory over die past thirty years. 
The most recent major revision published in 1985 retains the basic premises of the 
theory, but expands on them to account for the development of career preferences. This 
revision acknowledges that personality ti-aits and career interests are not set but can 
change over time, a point which moves his later work away from the traditional trait 
factor approach (Yost & Corbishley, 1987). Change is difficult but can occur and is 
more common amongst inconsistent or undifferentiated personality types. In recent 
years, Holland has devoted more time to the development of personality types and, in 
particular, the importance of the individual's parents, both in terms of role models and 
reinforcement (Osipow, 1990). Holland's major contributions to vocational behaviour 
have been the numerous empirical studies his theory has generated (in excess of 400 
by 1985) and the various scales which he has developed which are widely used by 
vocational counsellors, for example, die Vocational Preference Inventory 1953, the Self 
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Directed Search 1977 and the Vocational Exploration and Insight Kit 1980 (Hackett, 
Lent & Greenhaus, 1991; Weinrach, 1984). 
Another major theoretical approach which has developed from the trait factor 
tradition is Lofquisi and Dawis' work adjustment theory. First published in 1969, 
work adjustment provides a model for conceptualising the interaction between 
individuals and work environments (Dawis & Lofquist, 1976). Like Holland's tiieory, 
work adjustment theory has undergone modifications and review since its original 
pubUcation, the two main ones being in 1976 and 1984. 
There are two underlying constmcts in work adjustment theory, work personality, 
and work environment. Work personality refers to the description of personality as it 
contributes to work behaviour ie. the description of personality is limited to those 
abilities and needs which are considered relevant. Work environment is the setting in 
which work behavioiu" takes place (Lofquist & Dawis, 1969). Work personality was 
stylistically described in the first major revision of the theory in terms of four 
dimensions: flexibdity, activeness, reactiveness and celerity (Dawis & Lofquist, 1976). 
Celerity refers to die degree to which individuals differ in the speed at which they adapt 
to their work environment and thus increase the correspondence between their 
personahty type and work. These dimensions have since been revised as celerity, pace, 
rhythm and endurance (Osipow, 1990). 
The theory of work adjustment is concemed with the relationship between these 
constmcts and is based on the following assumptions: 
1. people are motivated to fulfil work requirements and have their 
personal requirements fulfilled by work; and 
2. the individual's effort to maintain tiiis "correspondence" is called 
"work adjustment" and can be systematically related to job tenure, 
satisfaction and effectiveness. 
(Osipow, 1983) 
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Briefly, the work adjustment theory can be outlined as follows. Work 
environments require certain behaviours from the individual. In order to meet the 
requirements of the work environment, the individual must possess specific skills and 
abiUties and be prepared to conform to certain norms of behaviour. At the same time, 
the individual has requirements of the work environment such as adequate 
compensation, occupational safety and opportunities for advancement Thus, in work, 
the individual responds to the requirements of the work environment while at the same 
time the work environment responds to the individual's needs. This co-responsiveness 
is an essential element of the work relationship and is directed towards achieving a state 
of correspondence, an agreeable match between the individual and their environment 
The outcome of this process is called work adjustment (Lofquist & Dawis, 1984). 
Correspondence is a major concept in the work adjustment theory and 
incorporates the idea of co-responsiveness which means that the individual and 
environment are mutually responsive to each other. Thus, correspondence extends 
beyond the static matching of individuals and their environments. Consequentiy, work 
adjusdnent becomes a continuous and dynamic process by which the individual seeks 
to achieve correspondence with their environment (Dawis & Lofquist, 1976). A second 
important concept is that of reinforcement. Reinforcements are those experiences 
sought by the individual as a consequence of their work personality and wiU occur to a 
different extent in different work environments. The fit between the reinforcements 
sought by the individual and the extent to which they exist in given work settings is an 
important factor in determining work stabihty and satisfaction (Osipow, 1990). 
The Work Adjustment Theory has been made operational by the development of 
instmments such as the Job Description Questionnaire, Minnesota Importance 
Questionnaire and the Minnesota Satisfaction Questionnaire. The main variables 
which have been isolated for measurement in the model are abilities and needs [to 
describe work personalities], ability requirements and reinforcer systems [to describe 
work environments] and satisfactoriness, satisfaction and tenure [to describe the 
outcome of the interaction between the work personality and the environment] (Dawis 
& Lofquist, 1976). By including the needs of the individual as important in identifying 
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the work personahty, work adjusdnent theory diverges shghtiy from the traditional trait 
factor approach which is more concemed with simply testing for and identifying traits 
and then advising clients as to what they should do. 
Personality Focussed Approach 
While trait factor theories are mainly concerned with the measurement of 
individual characteristics and the appropriate matching of people to jobs, personality 
focussed theories concentrate on the development of personality and the influence of 
personahty on vocational choice and behaviour. One of the most influential theorists in 
this area is Anne Roe. Trained as a clinical psychologist Roe's theoretical concems 
have focussed on the integration of personality theory and occupational classification. 
Simply expressed. Roe puts forward the argument that occupational choice is the result 
of personality which, in turn, is largely the result of early parent child relations (Herr & 
Cramer, 1979). 
Roe hypothesized that there are two basic orientations to occupation choice, 
towards other people and not towards other people. These orientations are seen as the 
result of early childhood experience and child rearing practices so that, according to 
Roe, someone who was raised by warm, loving parents would be drawn towards people 
oriented occupations whereas someone else who was raised by parents who either 
neglected or rejected them will have security needs that are satisfied by choosing non-
person oriented occupations (Yost & Corbishley, 1987). 
In accordance with her theory, Roe developed a classification system of 
occupations based on type of activity and the level at which the activity is pursued (Roe, 
1957). These dimensions consist of occupational classification and level of 
achievement. The first dimension, the eight categories of occupation identified by Roe 
are outiined in Table 2.2. The levels of the second dimension, responsibility and 
difficulty, are categorised according to the number and difficulty of decisions to be 
made as well the number of different types of problems tiiat must be solved (Roe, 
1984). Six levels of achievement have been identified, tiiese being professional and 
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managerial 1 (independent responsibility), professional and managerial 2, semi-
professional and small business, skilled, semi-skilled and unskilled (Herr & Cramer, 
1992). 
Table 2.2. Roe's occupational groups 
Service 
Business contact 
Organisation 
Technology 
Outdoor 
Science 
General culture 
Occupations primarily concemed with serving and attending to 
the needs of others. 
Occupations concemed primarily with the face to face sales of 
commodities, investment real estate or services. 
Organisations concemed primarily with the organisation and 
efficient functioning of commercial enterprises or government 
activities. 
Occupations concemed primarily with the production, 
maintenance and transportation of commodities and utihties. 
Occupations concemed primarily with the cultivation, 
preservation and gathering of crops, water resoiu"ces, mineral 
resources, forest products and other natural resources and 
with animal husbandry. 
Occupations concemed primarily with scientific theory 
and its appUcation under specified circumstances other 
dian technology. 
Occupations concemed primarily with the preservation and 
transmission of the general cultural heritage. 
Arts and entertainment Occupations concemed primarily with the use of special skills 
in the creative arts and in the field of entertainment 
(Roe, 1956; Roe 1984) 
Initially the interactions between these categories was conceptuaUsed as being two 
dimensional (8 x 6) matrix. Roe, however, views this system of occupational 
classification as being three dimensional widi category 8 linking 1 and 7. The third 
dimension required in order to make this linkage has not, however, been clearly 
identified. Graphically, Roe's classification system is represented as being a truncated 
cone, (see Figure 2.2) Although Roe hypothesizes that the basic orientation that the 
individual takes and tiieir subsequent choice of occupation is the result of childhood 
experience, the individual's level of achievement within each category is the result of 
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their abilities and socioeconomic background (Osipow, 1983). 
Figure 22. Three dimensional conceptual model of occupational classifications 
Croup 1 
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Roe's theory has generated substantial research, but with little support for her 
propositions. One reason for this is the methodological difficulties inherent in testing 
her theory. Subjects are either adults trying to recall the conditions of their childhood 
or children attempting to explain the current circumstances of their upbringing (Yost & 
Corbishley, 1987). Another common criticism of Roe's theory is its lack of 
appUcabiUty to counselling situations. Roe counters tiiis by staring that the theory was 
formulated without concern for its "practical applications" (Osipow, 1983; Roe, 1990). 
Despite the difficulty in validating Roe's hypotheses, she has made an important 
contribution to the theory of vocational behaviour with the development of her 
occupational classification system. 
Other theorists who have concentrated on personality in vocational behaviour are 
those with a background in psychoanalysis. The psychoanalytic perception of 
vocational behaviour emphasises the techniques of impulse gratification that an 
occupation offers, unlike the trait factor perspective which emphasises the interests and 
abiUties that a career requires. Although many attempts have been made to integrate 
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psychoanalytic theory into vocational behaviour, the most comprehensive is that 
proposed by Bordin, Nachmann and Segal (1963). 
Bordin et al. (1963) base their occupational theory on the assumption that 
connections exist between the early development of coping mechanisms and the later 
development of more complex behaviours. The consequence for vocational behaviour 
is that adults will seek occupations which gratify their instinctual needs. Although the 
relative strengths of these needs are subject to modification throughout the life span, 
thek essential pattem is determined during the first six years of life (Herr & Cramer, 
1979). Bordin et al. (1963) classified the psychic dimensions of occupations 
according to needs satisfaction. Occupations potentially gratify instinctual needs 
through thek instmmental modes, ie. the techniques, tools and behaviours involved in 
that type of work, and through the objects dealt with such as money, fixtures or chents. 
Using social work, accounting and plumbing as examples, they constmcted a matrix of 
basic need gratifying activities found in these occupations and the extent to which 
different needs can be satisfied within them. The ten needs dimensions identified were 
named for consistency with psychoanalytic terminology as: nurturant, oral aggressive, 
manipulative, sensual, anal, genital, exploratory, flow quenching, exhibiting, and 
rhythmic movement (Bordin, Nachmann & Segal, 1963). 
Bordin et al.'s (1963) psychoanalytic interpretation of vocational behaviour is of 
limited value in that it does not adequately consider the effects of external sources and, 
by stating that the most instinctual needs are developed during the first six years of hfe, 
implies that littie can be done regarding career guidance beyond this early stage. The 
role of the counsellor in this theory seems to be Umited to the identification of the mode 
of gratification sought Another Umitation of the psychoanalytic approach is that it 
tends to concentrate primarily on abnormal cases of career problems rather than 
providing a general dieory of vocational choice (Osipow, 1983). 
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By the 1970s personality based theories of career were in decline. Apart from the 
criticisms listed above, another major problem with personality based theories is that 
they are difficult to validate empirically. This is due primarily to the difficulties 
associated with operationalising the various concepts in Roe's theory as well as the 
psychodynamic conceptualisations in Bordin et al.'s theory (Hackett, Lent & 
Greenhaus, 1991). 
Developmental Approach 
Developmental psychologists view life as consisting of a series of distinct stages, a 
perception which has found favour with many career theorists. The developmental 
perspective of vocational choice and career development represents a radical departure 
from the trait factor theories in that this approach views career development and 
vocational choice as a dynamic process rather than a static event. Two major 
developmentaUy based theories of vocational choice and development were published 
during the 1950s, both of which were initially influenced by the Buehler's life stage 
schema (Crites, 1981). Buehler (1933) proposed that distinct life stages based on 
behavioural criteria could be identified which, although not identical, were relatively 
consistent between individuals. She defined these stages as being growth (birth to 14 
years), exploration (15 to 25 years), maintenance (25 to 65 years), and decline (65 
years and over) (Crites, 1969; Osipow, 1983). Life stages in career development are 
based on a set of vocational tasks which must be completed before moving on to the 
next stage (Osipow, 1990). The definition of these tasks and the age at which it would 
be expected that the individual would have completed them varies between theorists. 
The first attempt to apply developmental concepts to vocational behaviour was 
published by Ginzberg, Ginsberg, Axelrad and Herma in 1951. Ginzberg et al. (1951) 
attempted to devise a theoretical approach to vocational choice based on the idea that 
vocational choice is the result of a developmental process. Within this process they 
identified three distinct phases which are characterised by the compromises made 
between desires and reality (Osipow, 1983). Two of the three stages identified by 
Ginzberg et al. (1951) are further divided into substages as outiined in Table 2.3. The 
initial formulation of the theory consists of three elements: that vocational choice is a 
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process; that the process is largely irreversible; and tiiat compromise is an essential 
aspect of every choice (Ginzberg, 1984). 
Table 2.3. Ginzberg, Ginsberg, Axelrad & Herma's occupation choice periods 
PERIOD AGE SUBSTAGE(S) 
Fantasy 
Tentative 
Reahstic 
up to 11 years 
11 to 17 years 
17 years to adulthood 
Interest 
Capacity 
Values 
Transition 
Exploration 
CrystaUisation 
Specification 
Ginzberg et al., 1951 
According to Ginzberg et al. (1951) the following behaviours are typical of each 
identified period. During the Fantasy period, children are not restricted in their 
preferred career options and, consequentiy, tend to express unreaUstic career ambitions. 
At around 11 years of age they enter into the Tentative period during which they define 
and clarify their interests, evaluate tiieir work related skills and abilities and determine 
what their values regarding work are in terms of potential intrinsic and extrinsic 
rewards. During this period die individual recognises that there are limitations to 
occupational choice which will reduce die number of potential job options. At 
approximately 17, the individual moves into the third phase, the Realistic Period which 
itself is divided into exploration, crystalUzation and specification. Based on die general 
reduction of career possibilities undertaken during the Tentative period, the person 
concemed wiU narrow their choices considerably, select a career field and then opt for a 
specific job or training for a specific job within tiiat field (SeUgman, 1980). 
In 1972, Ginzberg reviewed the theory to take into account some of the more 
common criticisms. This reformulation consists of three elements. First, vocational 
Chapter 2 34 
choice is not confined to the early adulthood but is a process which remains open as 
long as the individual makes decisions about their career. Second, although decisions 
made during the preparatory early adulthood period will have a significant influence, 
occupational choice is not irreversible and later events will also have an influence on 
final career outcomes. Finally, Ginzberg introduces the idea of optimisation which 
implies that individuals will constantiy try to improve the fit between their changing 
selves and circumstances and their occupation (Herr & Cramer, 1988). 
Ginzberg et al.'s (1951) approach to vocational choice is incomplete in tiiat it does 
not attempt to explain how career development occurs within each stage and does not 
investigate what the consequences for the individual would be if they failed to complete 
one or more stages or substages (Yost & Corbishley, 1987). In terms of support for 
the theory, the research undertaken has had mixed results due, in part, to the difficulty 
in operationahsing the necessary concepts (Hackett, Lent & Greenhaus, 1991). 
The second of the major developmentally influenced theories to emerge during the 
1950s was that of Donald Super. Super does not perceive his contribution as being a 
single, integrated theory of career development but rather a "segmental theory" 
consisting of a loosely unified set of theories which deal with different aspects of 
career development (Super, 1984). In the development of these theories. Super draws 
on three areas of psychology. First, he is influenced by differential psychology and 
assumes that any given person possesses the potential for success in a variety of 
occupations but will be most satisfied if they are in an occupation which requires a 
pattem of interests and abilities closely related to their own characteristics (Osipow, 
1983). Second, he draws on self concept theory. Self concept is a primary consti-uct in 
Super's work and he perceives occupational choice as an attempt by the individual to 
implement their self concept (Herr & Cramer, 1988). Finally, Super is influenced by 
developmental psychology and accepts the proposition that individuals pass through 
five basic stages during a life time (Yost & Corbishley, 1987). The foUowing quote by 
Borgen summarises Super's diverse approach, "Super is not seeking the glory of one 
big idea; rather, he is seeking all relevant ideas" (Borgen, 1991:227). The framework 
of Super's work was originally based on ten testable propositions which he has 
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expanded twice, once in 1984 and again in 1990. Currently there are fourteen 
propositions underlying Super's work which are outhned in Table 2.4. 
Super terms the five major stages of development over the life span as being the 
"maxi-cycle". Within each stage of the maxi-cycle, these phases can also be 
experienced as a "mini-cycle". For example, during the exploration period of the maxi-
cycle, an individual may be employed in a new position. Initially they leam what is 
expected of them in that position (growth), determine how best they can operate within 
the work environment of the position (exploration), find a niche for themselves 
(establishment) and maintain that position (maintenance) before deciding that a change 
is desirable at which point they will reduce their participation (disengagement/decline) 
(Super, 1984; Yost & Corbishley, 1987). 
Individuals move through these stages and substages by means of five vocational 
development tasks. Super identifies these as being crystallization, specification, 
implementation, stabiUzation and consolidation. As with developmental stages, these 
tasks can occur at any age, however, there are certain age ranges at which they are more 
typical. 
Crystallization (14-18 years) requires that the individual formulates ideas about 
their self concept and translates these into an occupational concept. It is a period 
during which the individual makes tentative vocational choices through such activities 
as making relevant educational choices. During specification (18-21 years) the 
individual moves from a general idea of career direction to choosing a specific career, 
taking the steps necessary to implement that decision, for example, by undertaking 
specific courses at college or university. Implementation of the career decision is 
usually underway by the age of 21, completed by 25 and requires that the individual 
completes their training and enters employment. 
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Table 2.4. Super's hypotheses 
1. People differ in their abiUties, interests and personaUties; 
2. People are qualified, by virtue of these characteristics, for a number of 
occupations; 
3. Each of these occupations requires a characteristic pattem of abUities, interests, 
and personality traits with tolerance to aUow some variety of occupations for 
individuals and variety of individuals for occupations; 
4. Vocational preferences and competence, die situations in which people Uve and 
work and self concepts change with time and experience; 
5. This process of changes may be summed up in a series of life stages (maxi-cycle); 
6. The nature of tiie career pattem is determined by the individual's parental 
socioeconomic level, mental abiUty, and personahty characteristics and by die 
opportunities to which they are exposed; 
7. Success in coping with tiie demands of the environment at any given life-career 
stage depends on the readiness of the individual to cope with these demands, ie. 
tiieir career maturity; 
8. Career maturity is a hypothetical constmct and its operational definition difficult to 
formulate; 
9. Development through the Ufe stages can be guided by faciUtating the maturing of 
abiUties and interests, aiding in reaUty testing and in die development of self 
concepts; 
10. The process of career development is essentiaUy tiiat of developing and 
implementing occupational self concepts; 
11. The process of compromise is one of role playing and of leaming from feedback; 
12. Satisfaction depends on the extent to which individuals find adequate outiets for 
dieir abUities, needs, values, interests, personahty traits and self concepts; 
13. The degree of satisfaction derived from work depends on die degree to which die 
individual has been able to implement self concepts; 
14. Work and occupation provide a focus for personahty organisation for most people 
although for some tiiis focus is peripheral, incidental or even non-existent. 
Adapted from Super, 1990 
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Stabilization witiiin a vocation occiu-s between die ages of approximately 25 and 
35 and is characterised by behaviours which demonstrate and reinforce the suitability 
of early vocational choices. While it is not uncommon to change positions during this 
period, the individual will rarely change career direction. From 35 years on, the main 
occupational tasks are to consolidate previous occupational gains and advance within 
that career (Osipow, 1983). Thus, the individual is required to perform different 
vocational tasks at each level as they move through life stages. 
There are two important concepts which are fundamental to understanding Super's 
theories: self concept and vocational or career maturity. Self concept is the underlying 
theme which holds the various aspects of Super's work together. Self concept theory 
as it applies to vocational psychology is essentially a matching theory in which the 
individual considers both their own attributes and the characteristics required by certain 
occupations before making a choice which is most likely to permit self expression. It 
can be either static, as in the one-off career choice perception, or developmental, with a 
series of choices being made over time to increase the compatibility of the match. 
Super recognises that individuals generaUy do not have a single self concept, but rather 
constellations of self concepts (Super, 1984). The extent to which an individual is able 
to implement their self concept in an occupational setting is, however, dependent on 
factors extemal to them. 
The second important concept in Super's work is that of vocational or career 
maturity. While Super acknowledges the flexibility of age in stage transitions, the 
concept of vocational maturity is a comparative one between individual development 
and average expectations. Career maturity is defined as tiie extent to which a person 
has completed stage appropriate career development tasks in comparison with their 
peers (Yost & Corbishley, 1987). Although developed initially with respect to 
adolescents. Super and Kidd (1979) have expanded tiie concept of vocational maturity 
to apply to adults. In this reformulation, vocational maturity is seen as a multi-
dimensional concept. The measurement of adult vocational maturity is more complex 
and may require several career specific instmments as opposed to general instmments 
with wide appUcabihty such as The Career Development Inventory. 
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Since 1957, Super has regularly updated and expanded his tiieories to incorporate 
more and more factors. By the 1980s, Super developed what he terms a Life-Career 
Rainbow which is a graphic synthesis of previous models and aspects of theory. 
Criticisms that the Life Career Rainbow is too complex and does not clearly 
demonstrate die origins and interactions of different aspects of career and Ufe 
development have led to the development of Super's Archway Model (Figure 2.3). 
Figure 23. Super's Archway Model 
i i 
c 
3 
Base Biographical- Geographical 
o 
^ 
E o 
c 
o 
o 
Base 
Chapter 2 39 
The base of the Archway is made up of three sections. The biological-
geographical foundations of human development are at the centre, psychological 
characteristics to the left and societal characteristics to the right The left hand column 
represents psychological characteristics and consists of two shafts, needs, values and 
interests on the outer edge and inteUigence, aptitudes and special aptitudes on die inner. 
Each element in the column derives from that below it, for example, special aptitudes 
such as mechanical skills derive from aptitudes such as spatial abiUty which in tum are 
based in intelligence which ultimately derives from biological factors. Similarly, the 
right hand column consists of societal characteristics which interact and derive from 
each otiier (Super, 1990). 
Although not explicitly shown in the diagram, it is important to note that the 
elements of the two columns do interact. The capitals of both columns represent the 
culmination and synthesis of the elements below. From the psychological perspective 
the synthesis of the column elements is represented by personality. Personality is 
topped by achievements which are the result of the use or misuse of personal 
resources. Siinilarly, the societal column culminates in a general concept of social 
policy with the specific outcome of employment practices (Herr & Cramer, 1992). 
Joining the two columns across the top is the arch which represents the 
individual's career. At each end of the arch are developmental stages, on the left side of 
the arch are childhood and adolescence while on the right are young adulthood and 
maturity. The developmental tasks associated with each stage are influenced by 
personal and societal expectations and converge on the individual influencing their 
career behaviour and their perception of self. At the centre of the arch, joining both 
sides together is the element self. Self forms the keystone of the arch and is, therefore, 
the central component of Super's segmental theory. Each element of the arch is bound 
together conceptually by interactive leaming theory in which the interaction of the 
individual and the environment is the basis of the formation of occupations-concept 
self-concept and interactive experiential leaming (Super, 1990). 
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The incorporation of more and more factors into Super's work has led to the 
criticism that his theory is now too complex to be of practical use (Yost & Corbishley, 
1987). If, however, it is viewed as a series of loosely related theories, it is possible to 
apply individual concepts to different aspects of careers. Overall, Super appears to 
have been the most influential theorist in the area of vocations and careers over the past 
thirty years. Despite the predominance of Super, several other theorists in the 
developmental tradition have emerged whose work deserves mention here. 
The Tiedeman and O'Hara (1963) model of career development draws on the work 
of both Super and Ginzberg. They retain the emphasis on vocational choice as a 
process and, like Super, consider the self as central to their theory (Crites, 1969). Self, 
in this theory, is seen as an entity which is constantly changing in response to decisions 
made at critical points of discontinuity from the past. For example, at graduation the 
individual makes certain choices about the future such as whether to continue with 
study or enter the workforce. The decisions made at such times wUl directly impact on 
the evolution or development of self (Osipow, 1983). Tiedeman and O'Hara aimed to 
link the person to career through the concepts of personality and individual 
responsibility. Career development, in their view, emerges as a result of the constant 
differentiation and re-integration of ego identity as it forms and reforms due to the 
impact of the individual's experiences (Tiedeman & MiUer-Tiedeman, 1984). 
In keeping with the developmental approach, Tiedeman and O'Hara (1963) divide 
the process of vocational development into two periods each consisting of several 
substages. These periods, stages and the behaviours characteristic of them are 
summarised in Table 2.5. While the Tiedeman and O'Hara model is valuable in 
directing attention towards the importance of self awareness in career decision making, 
it is limiting, particularly in later formulations, in that the focus is increasmgly directed 
towards the choice making process of a single individual rather than providing a 
general theory of vocational development. Overall little empirical work has been 
undertaken to support this theory. 
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Table 2.5. Tiedeman and O'Hara's career development model 
PERIOD 
Anticipation 
Ul 
Preoccupation 
Implementation 
or 
Adjustment 
SUBSTAGE 
Exploration 
CrystaUisation 
Choice 
Clarification 
Induction 
Refonnation 
Integration 
CHARACTERISTIC BEHAVIOUR 
famiharise oneself witii career options 
narrow the choice of career to feasible options 
decide on vocational goal 
focus on behaviours necessary to reach 
chosen goal 
enter workforce; main concem meeting 
organisational goals rather than own needs 
begin to influence work group as weU as 
being influenced by it 
achieve a balance between group demands and 
personal needs 
Adapted fi^om Tiedeman & O'Hara, 1963 and Yost & Corbishley, 1987 
Some writers in adopting the life span approach to career have concentrated on 
adult development. The best known of these theorists is Daniel Levinson who, in 
conjunction with several colleagues, published a book outlining a theory of adult 
development in 1978 (Levinson, Darrow, Klein, Levinson & McKee, 1978). Levinson 
notes that previous work in the developmental sphere tended to emphasise pre-adult 
development at the expense of adult development. He divides the life span into four 
main periods and then, concentrating on early and middle adulthood, proposes that 
adult males pass through four distinct phases which correspond roughly to the third, 
fourth, fifth and sixth decades of Ufe (See Table 2.6). Although Levinson's stages are 
defined by age, he acknowledges that there will be some individual variations and 
allows for this by incorporating transitional periods of up to four years. 
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Table 2.6. Levinson's eras in the male life cycle and stages of development 
AGE 
0-3 
3-17 
17-22 
22-40 
40-45 
45-60 
60-65 
66-H 
ERA AGE STAGE 
Early childhood transition 
Childhood and adolescence 
Early aduU transition 20-29 Getting into the adult world (GIAW) 
Early adulthood 
Mid-life transition 
Middle adulthood 
Late adult transition 
Late adulthood 
30-39 Settiing down (SD) 
40-49 Becoming one's own man (BOOM) 
50-1- Restabilisation 
Levinson et al., 1978 
Despite the inclusion of d-ansitional phases. Super sees Levinson's stages as being 
too rigidly determined particularly in view of the notion that the individual wiU progress 
through these stages in a well ordered sequence. This is conceptually different to 
Super's idea of developmental stages which are more fiexible and able to be recycled 
through the mini-cycles (Super, 1984). 
Rush, Peacock and MiUcovich (1990) in testing Levinson's stages found Uttie 
support of the age-Unked notion of tiie phases. They did, however, have mixed support 
for die stages when these were behaviourally defined. The behaviours characteristic of 
each of these stages are as follows. During the early adult Q-ansition and getting into 
the adult world periods, die main tasks are to leave the family situation, explore 
potential adult roles, responsibilities and relationships and build an mitial occupational 
stmcture. Settiing down involves the individual making deeper commitments to the 
occupational and relationship stmctures developed in tiie previous period and plannmg 
for future goals within this stmcture. The period of "Becoming One's Own Man" is 
often characterised by feelings of consd-aint in work and other relationships and leads 
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to die mid-Ufe transition during which the central issue for the individual is the 
disparity between what has been achieved and what is desired. Following the 
completion of the mid-life transition comes a period of restabilisation which can be a 
time of major threat or significant advances depending upon the outcome of the mid-
life ti^sition (Brown, 1984b; Golembiewski, 1978; Hm&MUler, 1981). 
Murphy and Burck (1976) also concentrate on adult development. Their finding 
from reviewing the adult development Uterature is that, while Super's developmental 
stages are adequate in the earlier periods, there is room to incorporate a further 
developmental stage between the ages of approximately 35 and 45. They propose that 
this additional phase, which is termed renewal, be placed between the points of 
establishment and maintenance. The main purpose of tiiis proposed stage is to reflect 
the major hfe/career stage that is negotiated during the late thirties and early forties. 
During the 1980s, two new theoretical statements in the developmental tradition 
were published. The first of these by Linda Gottfredson (1981) incorporates many 
elements from earlier models such as developmental stages, self concept, person-
occupation match and the notion of compromise. Gottfredson's theory was stimulated 
by the foUowing observations of contemporary vocational theory: 
1. Major psychological theories of vocational choice focus primarily 
on either the process of development or its content 
2. Most theorists acknowledge tiiat socioeconomic background and 
inteUigence are important predictors of vocational aspiration but 
minimise these in the formulation of then- tiieory or model; 
3. Most tiieories of vocational choice are built on the assumption that 
people attempt to implement their self knowledge in the type of 
work they choose; 
4. Self concept is central to psychological theories of vocational 
choice but virtuaUy absent in sociological theories, and that there 
needs to be a greater integration of these two types of tiieory; 
5. Vocational theory needs to expand on how individuals deal with 
compromise and the effect that it has on their careers. 
(Gottfredson, 1981) 
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The following is a brief overview of Gottfredson's theory of occupational 
aspiration which attempts to integrate both the process and content of career choice. 
First while acknowledging that self concept is composed of a complex set of attributes, 
Gottfredson identifies gender, social class background, inteUigence, vocational interests, 
competencies and values as being the most vocationally relevant elements of self 
concept. These elements of self concept are gradually incorporated at different stages 
of development and influence the individual's final vocational choice. 
Gottfredson (1981) identified four stages of development: orientation to size and 
power (3-5 years), orientation to sex roles (6-8 years), orientation to social valuation 
(9-13 years), and, orientation to the intemal, unique self (from approximately 14 
years). The age hmits of these stages are not clear cut but represent the age at which 
most children first enter the stage in significant numbers. Initially children are 
unrestricted in their vocational aspirations but, as their self concept develops, it is used 
as an additional criterion to determine what occupations are suitable. According to this 
theory, people will balance their preferences for different occupations with their 
perceptions as to the accessibiUty to tiiese jobs. Consequently, they wUl not necessarily 
pursue their most desired occupation, but wiU instead take advantage of opportunities to 
obtain a satisfactory position. Gottfredson's model has been received with a mixed 
response and has akeady generated several studies (Hackett Lent & Greenhaus, 1991). 
The second developmental model to emerge in the 1980s was that proposed by 
Vondracek, Lemer and Schulenberg (1986). Vondracek et al. criticise current 
developmental perspectives for being too superficial. Specifically, their criticisms of 
current theories are: 
(1) they do not use developmental concepts adequately or 
appropriately; 
(2) they have not taken advantage of current progress in 
developmental theory especiaUy with regard to contextually 
derived conceptions; 
(3) tiiey have not combmed tiieu- tiieories with adequately designed 
longitudinal research; 
(4) they have not co-ordinated their theoretical designs with the well 
established "facts" of development; and 
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(5) recommendations about intervention sQ-ategies should be treated 
witii caution given the above criticisms. 
(Vondracek, Lemer & Schulenberg, 1986) 
Vondracek et al. (1986) are particularly critical of vocational theorists who have 
neglected the more recent formulations of developmental theory. Development is now 
seen as the interplay between an active organism and a dynamic environment. This 
represents a contextual approach, as opposed to earlier models which tended to be 
either mechanistic in which the organism is impacted on by the environment or 
organismic in which the organism is active and stmctures its environment. To 
adequately explain the process of career development, Vondracek et al. call for a 
multivariate, multidisciplinary approach. Such a theory should highlight the 
developmental, contextual and relational aspects of die vocational development process. 
From a developmental perspective, the antecedents of behaviours, decisions and 
outcomes relevant to vocational development need to be addressed while the full range 
of contexts which impact on vocational development, such as social, interpersonal, 
pohtical and familial influences need to be considered as part of the contextual focus. 
The relational perspective which emerges from bringing together the influences of the 
personal and environmental context will, by necessity, be multivariate and 
multidunensional. Research using this approach cannot be contained within a single 
discipline but will require the integration of psychology, sociology and related 
disciplines. Although there are many areas of potential research interest contained 
within this approach, to date Vondracek et al.'s approach has generated littie empirical 
activity (Hackett Lent & Greenhaus, 1991). 
Reinforcement Based Approach 
The fourth general approach to career development tiieory is reinforcement based 
or social leaming theory. The application of social leammg theory to careers was the 
most significant theoretical development in vocational behaviour to emerge in the 
1970s. Mitchell, Jones and Kmmboltz (1979) set out in detail the basic tenets of the 
theory as well as supporting studies and evidence. Social leaming theory shifts the 
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focus of career development away from the individual to the interactions which occur 
between the individual and then* environment. It is concemed not only with how the 
environment affects the individual, but also on the reciprocal influences of how 
individuals can affect their environment (MitcheU & Krumboltz, 1984). 
The object of social leaming theory is to explain how the environment and prior 
leaming experiences impact on the individual's decision making processes. Different 
reinforcement histories combine witii the unique atnibutes of the individual to produce 
a distinctive set of skiUs, attitudes and responses. These in tum, are appUed to the work 
setting and manifest themselves in specific vocational choices (Osipow, 1990). 
Kmmboltz et al. (1976) in their theoretical statement identify the important factors 
which influence career decision making and the outcomes of these influences. They 
then put forward a set of propositions and hypotheses which can be used to test the 
theory (Kmmboltz, Mitchell & Jones, 1976). Basically, the social learning or 
reinforcement approach to career choice and development can be summarised as 
follows: "People bring a set of genetic and socially inherited attributes to their 
particular envnonments. The attributes and environments interact to produce self-views 
which influence the individual's work-related behaviours. These behaviours are shaped 
by and may be modified by natural or programmed reinforcements or punishments" 
(Osipow, 1983:146). 
Four categories of influences which impact on the career development and choice 
process are considered important in this theory. The first of these categories, genetic 
endowment and special abUities, include such personal characteristics as race, gender 
and physical appearance. In terms of special abUities, there is debate as to the extent to 
which they are genetically determined. It is recognised, however, that certain 
individuals are bom with greater or lesser predispositions to acquiring certain skills. 
For example, a chUd with good muscular coordination is more likely to receive positive 
reinforcement to develop and apply that skUl (Kmmboltz, 1979). 
Second, individuals are influenced by environmental conditions and events. These 
can be due to either human action, for example government poUcy, or natural conditions 
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such as a cyclone or earthquake. These environmental influences can sometimes be 
planned, but more often they are beyond the control of the individual. As a result of 
these environmental events, certain conditions prevail which will impact on the 
individual and influence tiieir plans and activities (Herr & Cramer, 1979). The lack of 
individual control over the progress of career due to the impact of environmental 
conditions is an important point and one which is often made by sociological 
researchers. According to the preceding theories, vocational behaviour and career 
development occur as a result of individual characteristics. From a sociological point 
of view, individuals have less freedom of occupational choice than is usually assumed 
by psychologists as self expectations are not independent of societal expectations. 
Society, in tum, tends to present occupational opportunities in a manner which is 
related to social class. Sociologists also tend to emphasise rather than minimise the 
importance of chance in career development (Osipow, 1983). 
Leaming experiences are the third important influence on career decisions. 
General social leaming theory outUnes three types of leaming experience: instmmental, 
associative and vicarious. In the application of these principles to career development, 
vicarious experience in which the individual leams by observmg the behaviour of other 
people or gathering information through books or other media, is included in the 
general category of associative leaming (Mitchell & Krumboltz, 1984; Mitchell et al., 
1979). Instmmental leaming experiences are those in which the individual acts on the 
environment to produce a certain set of consequences and consist of three components: 
antecedents, covert or overt behavioural responses and consequences (Herr & Cramer, 
1988). Associative learning experiences occur when the individual perceives 
connections between extemal stimuli. These connections have a significant influence on 
determining preferences and are made as a result of activities such as verbal 
stereotyping, "all politicians are corrupt", or the pairing of stimuli as in classical 
conditioning, for example, someone who faints at the sight of blood would avoid 
becoming involved in a medicaUy related occupation (MitcheU & Kmmboltz, 1984). 
As a result of the interactions between environmental influences and genetic 
attributes, each individual develops a unique set of task approach skills. These task 
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approach skiUs include values, work habits, perceptual and cognitive processes and 
emotional responses. These skiUs are constantiy being modified and affect the 
outcome of each task or problem faced by the individual (Krumboltz, 1979). Task 
approach skUls, while clearly influences in the career decision process, are also 
outcomes of the process in themselves as people develop new skUls due to the 
previously mentioned influences (Kmmboltz et al., 1976). 
All people are exposed to a multitude of leaming experiences throughout their 
lives. The interaction between the influences detailed above produces three types of 
outcomes: self observation generalisations, task approach skills, and actions. 
Individuals observe the behaviour of others, judge theU own performance and then 
form conclusions about their relative capabilities. This process of making self 
observation generahsations is defined as "an overt or covert self-statement evaluating 
one's own actual or vicarious performance in relation to leamed standards" (Kmmboltz, 
1979:27). These self observation generalisations aie not necessarily accurate and can 
be a function of the setting or people that the individual is with at the time the 
generalisation is made. Categories of self observation generalisations include values, 
interests and preferences. It is at this point that social leaming theory differs 
substantially from psychologicaUy based career theories. Interests, in social leaming 
theory are presented as the consequences of leaming experiences which can influence 
career choice rather than the primary cause of occupational choice (Kmmboltz, MitcheU 
& Jones, 1976). 
Task approach skills, briefly mentioned above in the context of being influences, 
are defined as "cognitive and performance abilities and emotional predispositions for 
coping with the environment, interpreting it in relation to self-observation 
generalizations, and making covert or overt predictions about future events" 
(Kmmboltz, 1979:29). Task approach skills include whatever abilities are used in the 
process of career decision making such as planning, information seeking and goal 
setting. Different people will develop different sets of task approach skills depending 
on past experience and reinforcement. This means that success at one activity will 
usuaUy result m the individual seeking out more activities of a simUar nature. 
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Ultimately, an individual's leaming experiences wiU result in specific action 
relevant to career decision making. The social leaming theory model, like most career 
models, is primarily concemed with entry behaviours, that is those actions which 
represent some initiative in a career progression such as enroIUng in a training course 
(Kmmboltz et al., 1976). 
The four main types of influencer and the three types of outcome are the main 
components of the social leaming theory model. The process of career planning and 
development occurs as a result of the interactions which occur between these elements. 
Graphically this is represented by Figure 2.4. 
Figure 2.4. General model of factors affecting occupational behaviours 
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Kmmboltz (1979) proposes several testable hypotheses arising out of this general 
model. These propositions are classified as being positive and negative influences. 
The positive influences are described in terms of the probabUity of an individual 
enrolling in a course in preparation for a certain occupation or to seek employment in 
that field. It is hypothesised that the probabilities will be high if the individual has 
expressed a preference for that area, has been exposed to leaming about tiiat school or 
field or has skUls that match the requirements of that field. The negative aspect 
proposes that the individual is less likely to seek enrolment or employment in a given 
area if the perceived cost is greater than the perceived future gains or if they are denied 
access to the minimum resources needed to enter tiiat field (Osipow, 1983). 
Although social leaming theory has been criticised for the lack of empirically 
based studies which it has generated, those which have been undertaken tend to support 
the propositions (Hackett Lent & Greenhaus, 1991; Mitchell & Krumboltz, 1984). 
One of the most detailed of these is that undertaken by Hackett & Betz (1981) which 
appUes the concept of self efficacy, a self observation generalisation, to women's career 
development. Self efficacy refers to one's expectations that they can successfully 
perform a given task. In this study self efficacy is seen as a cognitive mediator of 
gender differences of career choice and adjustment behaviour. The results of this study 
were that self efficacy differences by gender were consistent with occupational 
"traditionality" in females. This means that females had a higher level of self efficacy 
with respect to traditional occupations and lower levels with non-traditional occupations 
(Osipow, 1983). The self efficacy model has not been advanced as a separate 
theoretical approach but as a useful constmct for incorporation into existing theories 
(Hackett, Lent & Greenhaus, 1991). 
Career Pattems 
Career theories attempt to explain why career choices are made as well as why and 
how career development occurs. Within each of the theoretical orientations reviewed, 
different pattems of expected career progression emerge. Career pattems, although 
variously defmed, simply represent tiie individual's work history. Consequentiy career 
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pattems are primarily descriptive categories which outiine what has happened in an 
individual's working Ufe rather than seeking to explain why it has happened. Some of 
these pattems wUI be expected within any given theory, while others, although 
acceptable within some theoretical frameworks, may be regarded as an aberration in 
otiiers. The bases on which the definitions of career pattems are made and die factors 
which are considered to be important influences on an individual's career pattem also 
vary between theorists. 
Definitions 
Career patterns are a specific element of vocational behavioiu- and trace the 
individual's job movement throughout their working life. This movement is indicative 
of long term trends and may be progressive or regressive (Crites, 1969). According to 
Super et al. (1957), the focus in describing individual career pattems is on the level of 
positions held and the mobility between positions rather than on success or 
satisfaction. 
Career pattems are defined as being the sequence of occupations which describe 
changes in the socioeconomic level of jobs held during one's working life (Pietrofesa 
& Splete, 1975). The concept of career pattems should not be confused with that of 
career paths. Career path is a term used in industry and busmess to describe a series of 
positions available in a particular occupational or specialised work area with 
possibiUties for advancement (Herr & Cramer, 1983). Career pattems and career paths 
differ conceptually in two ways. First, career pattems allow for both upward and 
downward movement whUe career paths assume only advancement and second, career 
paths are foUowed witiiin a specific occupational field whereas career pattems can be 
foUowed either within or between vocational areas. 
The StabiUty of an individual's career pattem can be roughly measured by totaUing 
the number of positions held by that person over a given period of time. A more 
sophisticated approach would also take into account the degree to which the positions 
held are similar or requke sirrular skUls and reflect not only how many job changes tiie 
individual has made, but also tiie degree of change (HoUand, 1966). Thomas (1980), 
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classifies substantial changes in career direction as being either 90 or 45 degree 
changes. A 90 degree, or major, change is one in which the individual's prior training 
and experience are insufficient to effectively carry out the new position. To 
successfully carry out such a change, the individual will have to undertake further 
training. On the other hand, a 45 degree, or minor, change is one in which tiiere is Uttie 
discontinuity with previous positions and no further training or education is required. 
Significant changes of occupation should not be viewed in isolation but rather as part 
of a coherent overaU pattem (Pietrofesa & Splete, 1975). 
Typologies 
Each individual wUl have a unique career, however, from the observation of many 
individuals, certain common sequences of career changes and pattems are evident 
Career pattems, as described below, are general classifications of individual career 
pattems and do not include organisational career pattems. Organisational career 
pattems are those pattems which are possible for individuals within organizations and 
will depend on such factors as management style and opportunities for advancement 
within the organisation in question (Herr & Cramer, 1988). 
Career pattems, as stated previously, are descriptive classifications. There are two 
main consequences of this. First, it is not necessary to analyse in detaU the typologies 
offered by various theorists as they are simply describing what they have observed 
occurring in the labour force. Second, classifications wUl reflect contemporary norms. 
Consequentiy, early typologies, while representative of workers at the time they were 
devised, wiU not necessarily be generally appUcable now. Although the early work in 
this area provides useful guidelines, any attempt to define and classify career pattems in 
the 1990s should reflect recent demographic, economic and labour force ti-ends. 
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One of the earliest attempts to classify observed career pattems was made by 
Miller and Form in 1951. On a bi-polar scale ranging from the most seciu"e careers to 
the most insecure, they identified six distinct career pattems. These were stable, 
conventional, unstable, dial, disestablished and multiple dial career pattems (Crites, 
1969). 
Based on the earlier work of Miller and Form (1951), Super proposed two 
classifications of career pattems, one relevant to males and one to females. The major 
characteristics of these career pattems are outhned in Tables 2.7 and 2.8. 
Table 2.7. Super's classification of male career patterns 
CAREER TYPE CHARACTERISTICS 
Stable comparatively early achievement of stabiUty 
Conventional a series of trial jobs culminating in a stable job 
Unstable trial jobs, temporary stabiUty, foUowed by a retum to 
earUer instability 
MiUtiple trial unbroken series of trial jobs 
Super et al., 1957 
Super et al. (1957) not only identified specific career pattems, but also examined 
the determinants of career patterns. These determinants include parental 
socioeconomic level, mental ability, personal characteristics and the opportunities to 
which the individual is exposed. In classifying women's career pattems. Super 
concentrated on the then centrality of homemaking in the average woman's Ufe, whUe at 
the same time allowing for the emergmg trend of increased labour force participation 
amongst women (Betz & Fitzgerald, 1987). 
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Table 2.8. Super's classification of female career patterns 
CAREER TYPE CHARACTERISTICS 
Stable home maker no significant work experience; marries shortiy after 
completing workforce education 
Conventional some work experience; works for a period after schooUng 
and then becomes a full-time home maker 
Stable enters a career after schooUng and remains in it throughout 
woiidng life 
Double track enters work, marries and continues in both 
Intermpted enters work, marries, leaves work and at a later date re-
enters the workforce at uregular intervals usuaUy due to 
economic conditions 
Multiple trial series of unrelated stable jobs 
Pietrofesa & Splete, 1975 
Super's division of male and female career pattems while maintaining the same 
terminology is confusing when the use of a specific term has a different meaning 
depending on whether it is applied to men or women. For example, a conventional 
career for a man does not equate to a conventional career for a woman. Instead, the 
stable career pattern for women is roughly equivalent to both the stable and 
conventional male career pattems. Although the proportion of people in the workforce 
foUowing each of these pattems has probably changed since the typology was initiaUy 
developed, it remains a useful conceptuaUsation of potential career pattems which can 
be foUowed by individuals (SeUgman, 1980). 
Super is not alone in devising gender specific classifications of career pattems. 
Zytowski (1969) described three main career pattems foUowed by women. Based on 
the central proposition that the modal life role for women is that of homemaker, he 
proposed that vocational participation pattems were based on tiiree dimensions: age of 
entry into the labour force, span or number of years of participation, and tiie degree of 
participation (Weinrach, 1979). Degree of participation refers to the extent to which 
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the occupation held is traditionally associated with women, eg. engineering, a non-
traditional occupation for women would be classified as having a low level of 
participation. The resultant career pattems identified by Zytowski are the "mild" 
vocational pattem characterised by a brief span and low level of participation, the 
"moderate" pattem characterised by a lengthy span but low level participation and the 
"unusual" career pattem characterised by a long span and a high degree of participation 
(Fitzgerald & Betz, 1987). 
In keepmg with the fact that career pattems are descriptive and constantiy changing 
depending on current labour force trends, it is clear that the modal career pattem for 
women can no longer be considered to be early entry to the labour force followed by 
departure to bear and raise children then, for some but not all women, a retum to the 
labour force at a much later date (Osipow, 1991). Betz and Fitzgerald (1987) argue 
that continuous full-time employment amongst women today is probably more 
common than full-time homemaking and proposes that tiie Zytowski's "unusual" career 
pad;em be replaced with the idea of a high commitment to a non-Q-aditional occupation. 
They identify seven categories of career which encompass all possible combmations of 
the variable span of participation (low, medium or high) and degree of participation in 
male or female dominated occupations as well as the additional category of "never 
worked" (Fitzgerald & Betz, 1987). Due to the large number of women who 
experience a major mid-life career change, most commonly retuming to the labour 
force after an extended period of child rearing, it is difficult to accurately classify a 
woman's career pattem untU the woman is in her middle adult years (SeUgman, 1980). 
Not all recent classifications of career type are gender specific. Driver (1978), for 
example, proposed four career types which encompass both traditional and non-
traditional careers. These pattems are outiined in Table 2.9. In this classification, 
steady state and linear careers reflect the traditional view of career progression and fit 
neatly into the developmental models of Ginzberg and Super. The altemative types, 
ti"ansitory and spiral careers, differ in that the transitory careerist has less control over 
the decision to change jobs and move on whereas the spu-al careerist will initiate 
changes in order to satisfy personal goals. 
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Table 2.9. Driver's classification of career patterns 
CAREER TYPE 
Transitory 
Steady state 
Linear 
Spiral 
CHARACTERISTICS 
the individual "drifts" from job to job according to economic 
circumstances and die work that is avaUable 
the individual undertakes a period of trainmg or study prior 
to entering a hfe long occupation although they wiU not 
always necessarily be employed by the same organisation 
the individual starts at the bottom of an organisation and then 
steadily progresses through to the top 
tiie individual seeks opportunities to develop and use their 
various abiUties and interests without necessarily achieving 
tiie objective success of promotion 
Kane, 1986 
The recent emergence of non-traditional career classifications is largely a result of 
changing environmental conditions. Due to economic, social and technological change, 
fewer workers in the 1990s can have a guaranteed conventional career in a smgle line of 
work. Heam (1980) recognises this and proposes a typology of "anarchic careers" 
which allows for variations from the traditional concept of a linear career. Within the 
general classification of anarchic careers, Heam distinguishes four basic types as 
defined in Table 2.10. 
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Table 2.10. Hearn's classification of anarchic careers 
CAREER TYPE CHARACTERISTICS 
Uncareers 
GuerriUa career 
Cop-out career 
Non-career 
define success in non-traditional terms of finding 
meaningful work and tend to be mvolved in altemative 
careers such as arts, crafts, smaU scale farming and chUd 
rearing 
usually works withm a large organisation but sees their real 
objective as trying to change the organisation from within, 
for example through union involvement 
seek to minimise the impact that work has on the rest of 
their Uves 
accomplish httie actual work in an organisation but not 
tiirough inactivity, tiiey concentrate mstead on activities 
such as organising morning teas, processing mmours and 
so on 
Kane, 1986 
The number of people foUowing "anarchic" as opposed to "traditional" careers has 
not been measured. Unlike the other typologies which base their definition of career 
pattems on observable movements between positions, the basis of Heam's typology is 
more attitudinal. It would be difficult to differentiate between someone following 
Heam's cop-out career pattem and one following Driver's steady state career on purely 
objective measiu-es such as time in the position and number of job changes. Instead, 
classification into Heam's categories would have to be achieved through the use of 
subjective information and attitudinal measurements. 
Although referring to career pattems as previously defined as being career paths, 
Cox and HarquaU (1991), mstead of developing a standardised typology, define career 
patterns in terms of four dimensions. These are first whether the individual is 
employed in a line or a staff position, second, the degree of organisational mobiUty 
(single versus multiple employers), third, the degree of functional speciaUsation and 
finally, job mobiUty. Using combinations of tiiese four aspects, sixteen different career 
patt;ems can be identified. For example, while one person may be employed in a staff 
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job, have multiple employers, a single area of functional specialisation and have been 
employed in the same job for only a short time (high mobility), another may also be 
employed in a staff job but only have had one employer, have several areas of 
functional specialisation but have been employed in the same position for a relatively 
long period (Cox & Harquail, 1991). 
Female Career Theories 
From the preceding discussion of career pattems it is clear that some theorists 
consider the experience of women in the labour force to be sufficiently different from 
that of men to justify a separate body of theory. Most career theories are based on the 
experiences of males which were considered to be the norm at the time they were 
developed (Acker, 1988). Women's career issues were not given the same attention as 
the central role of women was considered, both in the literature and from a lifestyle 
perspective, to be homemaking. Career concerns for women were, therefore, 
considered secondary (Betz & Fitzgerald, 1987; Super, 1957; Van Dusen & Sheldon, 
1977; Zunker, 1990). 
Since the 1970s a world wide trend of increased labour force participation 
amongst women, and in particular married women, has been evident In Australia the 
labour force participation rates of married women has risen from 29 % in 1966 to 53% 
in 1992. Amongst unmarried women the rate has remained stable at around 50% 
(ABS, 1993). Combined with other social changes such as the increase in female 
headed single parent households, the centtality of the homemaker role can no longer be 
assumed for the majority of women. Whether or not traditional career theories can 
adequately account for the female experience is a matter of debate with a growing 
number of authors concentrating on developing gender specific models of career. 
Harmon (1984) expresses concems with this development, however, arguing that the 
development of gender specific models and theories of career reinforces notions of 
what is "suitable" work for females compared with males. 
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The underlying assumption of ti-aditional career theories is that a career wiU tend to 
be long term and continuous. Although mcreasingly women are looking towards long 
term careers, tiiis is the pomt at which many women's careers fundamentaUy differ from 
the ideal portrayed in the literature. Women's careers are more influenced by family 
life cycle tiian men's careers with the consequence that women are more likely to have 
their careers intermpted by famUy responsibilities (WiUde, 1988). These early career 
intermptions can have a profound and ongoing influence on a woman's overall career 
outcomes (Betz & Fitzgerald, 1987; Perhnutter «fe HaU, 1992). While many empirical 
studies of women's careers have been undertaken few attempts have been made to 
develop relevant theories. 
From a theory perspective Super (1957) was one of the first to acknowledge 
differences between male and female career experiences. The major difficulty which 
occurs in applying developmental theories to women's careers is that women tend not to 
foUow the same sequential model of career development as men. Combined with this is 
the effect of interruptions which mean that women will not experience traditional 
developmental phases at the same age as men thus giving the appearance that they are 
not "on time" with their career. 
Both Sanguihano (1978) and Spencer (1982) are highly critical of the application 
of the traditional developmental approach to women's careers. Both contend that 
women's life pattems are more complex and that existing theories do not take the 
unique influences on women's Uves into account. The development of self identity is 
central to Sanguiliano's critique as she argues that women's self identification is 
delayed compared to men due to the conflicting expectations of femininity. Given the 
importance of self identity in achieving developmental tasks, this delay has significant 
consequences for ongoing career development Spencer also argues that women's 
developmental tasks differ fi-om those of men and that existing models do not 
adequately describe the female experience. 
In summary, SanguiUano's and Spencer's critiques suggest that women have 
different developmental pattems to men which minimises the relevance of traditional 
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developmental models to the female career experience. Specifically they argue that 
women's developmental pattems are more individualised than men's due to the 
foUowing factors. First, women tend to be more mhibited in their self expression and 
second, they tend to delay their career aspirations in favour of family responsibilities. 
As a result of these two factors, women experience intense role confusion which 
impacts on their career development (Zunker, 1990). 
Astin (1984) developed a sociopsychological model of career choice and work 
behaviour amongst women based on four main constmcts: motivation, expectations, 
sex-role socialisation and the stmcture of opportunity. Her model is based on the 
foUowing principles: 
"(1) Work behaviour is motivated activity intended to satisfy three basic 
needs: survival, pleasure, and contribution; 
(2) Career choices are based on expectations conceming the accessibility 
of altemative forms of work and their relative capacity to satisfy the 
three basic needs; 
(3) Expectations are shaped in part by early socialisation through family, 
childhood play, school experiences, and early work experiences, and 
in part by the perceived stiucture of opportunity; 
(4) Expectations develop through socialisation and through early 
perceptions of the stmcture of opportunity can be modified by 
changes in the stmcture of opportunity, and this modification in 
expectations can lead to changes in career choice and work 
behaviour." 
(Astin, 1984: 119) 
While this model concentrates on the female perspective, it assumes that work 
motivations are the same for women as they are for men. Expectations and outcomes 
differ between men and women, however, due to a combination of sex role socialisation 
and the differing stmcture of opportunity. With recent social trends these barriers are 
breaking down, increasing the career options available to women. Reaction to this 
model has been mixed with support from Farmer (1984), Kahn (1984) and NeviU 
(1984). Harmon (1984), Fitzgerald and Betz (1984) and Hansen (1984) all express 
concerns with the model in its current state specifically for the lack of 
operationaUsation of the stmctural opportunities construct, its lack of explanatory 
power and oversimplification of the relationships between variables. 
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A second major contribution to the theoretical and model building literature has 
been by Betz and Fitzgerald (1987). In a model of career choice they propose that 
women's career choice is influenced by the background factors of previous work 
experience, role model influence, perceived encouragement and abUity. These variables 
predict attitudes towards work, self and sex role which in dun predict career intentions 
and realism of career choice. Although Betz and Fitzgerald do not claim to have 
developed a theory of women's career choice, they contribute significantly to the 
literature by proposing causal relationships among systems of variables rather than 
concenti-atmg on bivariate relationships. 
Using the stmctural equation methodology Fassinger (1985) tested the model 
developed by Betz and Fitzgerald on a sample of college women. Overall her findings 
confirm part of the model. Specifically she found that career orientation and choices of 
college women were influenced by a combination of ability, agentic personality 
characteristics and sex role attitudes. The main difficulty, however, was in the 
operationalisation and measurement of the constmcts on which the model was based. 
In a second testing of the model Fassinger (1990) again found tiiat modifications were 
needed to Betz and Fitzgerald's original model to fit the sample data. Again 
measurement problems were encountered. In the second testing of the career choice 
model it was found tiiat women's career choices are determined by the influence of their 
orientation towards family and career. These in tum are influenced by a combination 
of abUity, feminist orientation and achievement orientation. This final model represents 
a radical departure from tiie initial model tested. 
Both the initial model developed by Betz and Fitzgerald (1987) and the modified 
models tested by Fassinger (1985, 1990) represent a departure from the original 
women's based career literatiire in that tiiey are concemed with the content of women's 
career choices rather than just the desire to have a career at aU. Although an increasing 
number of empirical studies have been carried out into women's careers as the 
proportion of women in the workforce increases, few attempts have been made to 
formulate career theories which are female specific. 
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Summary 
Although the summaries of career theories given here do not cover all the studies 
which have been undertaken witii respect to career choice and development tiiey outUne 
the most significant studies representative of the major orientations to explaining career 
choice and development. To compare these approaches is difficult as each theorist 
does not seek to explain the same phenomena (Brown, 1984b). It is, however, possible 
to identify certain key elements which are common to all theoretical explanations of 
career. Osipow (1990) identifies tiiese as being: biological factors, parental influence, 
outcomes, personahty, methods, and life-stage influences. 
Biological factors and parental influence are considered important by all theorists 
but are seen primarily as uncontrollable variables and consequently are treated as 
background issues. In terms of outcomes, each theorist attempts to predict 
occupational fit. The differences between them arise as to whether the emphasis is on 
initial vocational choice, or on career development (Osipow, 1990). The evolution 
which has seen the expansion of career theory from being narrowly concemed with 
vocational choice, to graduaUy incorporating life roles throughout the Ufe span is one of 
the predominant trends in career tiieory (Gysbers, 1986). 
The influence of personality variables is another common theme in vocational 
theory and, once again, the differences between theorists are matter of degree and 
apphcation. Super expresses the importance of personahty variables in the centrality of 
self concept while Holland is more explicit in his use of personality variables in the 
development of his typology of personality type. Despite the differences in the use of 
personality variables, aU the theories discussed have an implicit or explicit assumption 
of person environment fit (Osipow, 1990). 
While Super is the main theorist to strongly emphasise the importance of life 
stage, the others, bortowing from the general idea that envu-onmental and life role 
influences will impact on career development and career decision making, also briefly 
mention its role in either personality development or the persistence of mitial vocational 
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choice over time (Osipow, 1990). The increased acknowledgement of the role of 
environmental factors is a second important trend in the development of career theory 
(Gysbers, 1986). 
Although the general approaches in career theory tend to borrow concepts from 
one another and from related disciplines such as economics and sociology, the 
differences between the theories are stiU great enough for them to be distinctive. 
Brown (1984b) proposes that it may be possible to combine the features of certain 
theories with one another to arrive at three distinct syntheses of theories. Specifically, 
he proposes that the primarily psychological explanations of Holland, Roe, Bordin and 
the ti-ait factor theorists be combined in a composite theory; that Super, Ginzberg, 
Tiedeman and the sociological theories be combined into a single, developmentally 
based theory; but that as Kmmboltz's social theory is sufficiently different, it should 
remain independent although it could benefit from a greater incorporation of 
sociological concepts. The outcome of such syntheses, however, would not be to arrive 
at a single, overall theory of career choice and development, but at three more 
comprehensive, but stiU competing, theories. 
The inadequacies of specific career theories or models are generally expressed in 
terms of faUure to provide sufficient explanation of processes or, altematively, then- lack 
of applicability, particularly to women and minority groups. The question of 
applicability is dependent in many cases on changes in the social environment. WTiat 
was sufficient explanation ten or twenty years ago may no longer be adequate. 
Consequently, when evaluating models and theories, it is not enough to regard them as 
independent entities, tiiey should mstead be regarded as part of a changing and evolving 
environment As different issues become increasingly important their impact should 
be seen in the development of altemative explanations and models of career. 
One area which has become increasingly important over the past twenty years is 
that of women's career development. When the original career theories were 
formulated the modal pattem for women was to work for a short time and tiien leave the 
paid workforce on marriage. This meant tiiat career theories were developed around the 
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male work experience. With the rising labour force participation rates of all women, 
but especiaUy married women, this is no longer the case. Existing theories were 
developed on the assumption of life long, continuous, male careers consequently they 
are limited in then appUcation to the more complex career pattems of working women. 
Despite the growing importance of women in the workforce, relatively Uttie theoretical 
development has taken place to date. 
Career pattems are also frequently criticised for their lack of applicability to all 
groups in society. As the classification of careers is based on empirical studies and is 
descriptive in nature, it is reasonable to expect that as social and economic conditions 
change, the most common types of career pattem will change correspondingly. In the 
1950s, it was reasonable to assume that homemaking was the modal role of women in 
society because statisticaUy more women were involved in homemaking duties than in 
fuU-time paid careers. With the social changes of the 1960s and 1970s combined with 
the deteriorating economic conditions of the 1980s and 1990s, more women are 
choosing to continue in full-time employment after marriage and child bearing. 
Consequentiy, new categorisations of career types for women have been developed. 
Both career theory and career classifications are continually evolving to take 
account of social and demographic change. New attempts to develop an overall theory 
of career or to develop generaUy appUcable models of career development need to take 
earlier works into account and draw from them those aspects and concepts which are 
still relevant to current labom- force conditions. Such models or theories should then 
take into account current and anticipated trends and incorporate these into the overall 
model. All career theories and models rely on contemporary activities for verification. 
Given that future trends can only be inferred from the past and not accurately 
anticipated into the future, there will be certain discrepancies in all models, and it is 
unlikely that any smgle theory wUl be fully appUcable to all workers in different groups 
across cultures and time. 
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CHAPTER 3. AGE AND EMPLOYMENT RELATED ISSUES 
One specific area which received relatively litde attention in the literature in the 
past, but which is of growing interest and importance, is that of adult career 
development. This is partly due to environmental factors as the major period of 
expansion in the career theory literature coincided with the post World War II "baby 
boom". Overall, the average age of the workforce decreased during this period as 
relatively large numbers of young employees entered careers. Consequentiy, most of 
the issues which arose both in the theoretical and counselling areas tended to focus on 
career choice, early career development and, therefore, the younger members of the 
workforce. As fertility continues to decUne and this age cohort passes through the life 
cycle, their ongoing influence has led to concems about the ageing of the population. 
In terms of careers, several age related issues are now being addressed. These 
include the abUity of the working population to support an increased elderly population 
(altematively expressed as concems regarding the increasing aged dependency ratio), 
the labour force participation rates of older workers, defining what the terms "age" and 
"ageing" mean, determining how age and age perceptions affect employees' career 
outcomes and mid-hfe career changes, including the re-entry of women into the labour 
force after child bearing. To date few writers have specifically addressed these issues. 
This chapter reviews the existing career literature which specifically focusses on 
mid to late career and then hnks this theoretical Uterature with the current labour force 
experience of workers aged 45 years and over. It includes an outUne of employment 
trends, attitudes towards and general characteristics of older employees, projections 
conceming the overaU ageing of the population and the anticipated changes in the aged 
dependency ratio and finally, a summary of altemative age measiu-es which could be 
used instead of chronological age as general measures of perceived competence and 
abUity. 
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Age and Career Theories 
From the review of major career theories it is clear that the main emphasis has 
been on career choice and early career development In terms of age most studies have 
concentrated on childhood and early adulthood. Studies previously outlined which 
exphcitiy include adult development or which have been tested on adult subjects include 
HoUand's (1985) person-environment fit, Lofquist and Dawis' (1984) work adjustment 
Super's (1984) developmental model and Ufe career rainbow (1990), Levinson et al.'s 
(1978) stages of development and Murphy and Burck's (1976) additional 
developmental stage. In most models, however, by the time an individual reaches their 
mid twenties they are expected to have chosen a career and be working towards greater 
achievements within that field, an expectation which is reflected in the theoretical 
literature. Since the recognition in the mid 1970s tiiat job changes are not necessarily 
due to 'mistakes' in earlier career choices but may be due to either changing needs or 
interests, or altematively, to factors beyond the individual's control such as redundancy 
due to technological advance, adult career development has become an increasingly 
important area of study. 
Zunker (1990) outiines three types of models which explain and describe adult 
career development. These are (1) developmental models, (2) experiential or leaming 
models and (3) biosocial, career and family dimensions models. In addition two 
related concems have received considerable attention in adult development literature, 
career transitions and mid-Ufe career change. 
As previously discussed, developmental theorists perceive Ufe as a set of sequential 
steps which are roughly related to chronological age. Implicit in a chronological age 
based approach is the assumption that physiological as well as psychological factors 
will influence behaviour as the individual progresses through the set phases. For 
example, as a person ages they wUl tend to be physicaUy weaker and consequentiy wiU 
seek less demanding work, gradually reducing their work load until removing 
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themselves from the labour force at retirement This age related step approach is also 
sometimes referted to as a phasic approach to career development (Herr & Cramer, 
1988). Before outUning any models based on this approach, it is necessary to point out 
that although accepted by some writers, the support for the relationship between 
chronological age and career stage is mixed (Rush, Peacock & MiUcovich, 1980; 
Sttimpf, 1986). 
The timing and number of stages involved in developmental models of career vary. 
Many of those used in organisational analysis consist of only three general stages, 
estabhshment advancement and maintenance (Brooks & Seers, 1991; Doering, Rhodes 
& Schuster, 1983; Gould & Hawkins, 1978; Hen- & Cramer, 1988). The most 
important tasks imdertaken, and the needs of the individual, wiU differ in each of these 
stages from getting estabUshed and becorrdng famUiar witii the work required and other 
members of the organisation to advancing through the organisational stmcture until 
finally reaching the individual's terminal position which they maintain until 
disengagement and retirement (Brooks & Seers, 1991; Gould & Hawkins, 1978). 
Of Super's five stages of the maxi-cycle, growth (0-14 years), exploration (15-25 
years), establishment (25-45 years), maintenance (45-65 years) and decline or 
deceleration (over 65 years), those most relevant to adult career development are 
establishment maintenance and decline. Unresolved tasks from the estabhshment 
period may have a continuing influence on workers during both maintenance and 
decline. 
While Super makes provision for studying the career development of older 
workers, in general his work has concentrated on the exploratory and establishment 
phases (Herr & Cramer, 1988). The tasks which need to be undertaken and resolved in 
each stage are as follows. During establishment, the main focus is on advancement, 
growth and increased commitments in the work place while in terms of personal 
development outside of work, tiie emphasis is on increased stabUity (Omstein & 
IsabeUa, 1990). Diu-ing maintenance, the individual attempts to hold on to the 
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achievements made to date while during decline, the focus is on disengagement from 
work and developing a new self image which is independent of die work envu-onment 
(Whitboume, 1986). In more recent formulations. Super (1984, 1990) has emphasised 
the flexibUity of stage transitions, the mini-cycles witiiin each stage and the cycling and 
recycling of developmental tasks throughout the life span. While the basic tasks 
remain constant the action taken by the individual wiU vary according to age and stage. 
For example, the tasks associated with exploration wiU vary from finding desired work 
opportunities during the establishment stage, identifying new problems to work on 
during maintenance, to finding a good retuement spot during dechne (Super, 1984). 
One of the most significant proponents of the developmental approach to adult 
development is Levinson. As Levinson's "seasons of a man's life" have already been 
examined in some detail and the main points summarised in Table 2.6 Chapter 2, 
detailed discussion is not necessary here although the following point needs to be 
emphasised. Levinson et al. (1976) were the first to expand the developmental 
framework to explicitly allow for transitions between stages. According to their 
schema, development occurs in four eras: childhood and adolescence (0-22 years), 
early adulthood (17-45 years), middle adulthood (40-65 years), and late adulthood 
(from 60 years). Transitions between eras (which last from a minimum of three to a 
maximimi of six years) are incorporated into the age hmits of each period and provide 
some continuity between stages (Herr & Cramer, 1988; Levinson, Darrow, Klein, 
Levinson, McKee, 1976). 
A major drawback of the sequential age-based approach to career development 
occurs when an individual is "late" in their movement from one stage to another. 
Lawrence (1988), in a review of studies concerning age norms, has found that 
employees are generally aware of age graded timetables typical within their professions 
or organisations. There appears to be general, if unarticulated, agreement as to what 
level an individual should be at given that they are a certain age. Consequently, the 
perception of their competence may be strongly influenced by the extent to which tiiey 
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are "on time", "early" or "late" in theu- career progression regardless of how able that 
person may actually be. 
In practice, these perceived age related timetables mean that final success is often 
determined by the time the individual reaches their mid tiiirties or altematively, during 
the establishment stage. As Golzen and Gamer (1990) point out many recmitment 
specialists use the age of 35 as a bench mark working on the assumption that those 
who are going to be successful will be showing tangible signs of success by this age, 
for example, being a chief executive of a major subsidiary. Similarly, Levinson (1989) 
claims that by their mid to late thirties most managers will know how far their careers 
will take them. Those that are not objectively successful by that age will need to re-
evaluate their goals and possibly attempt an altemative career. These notions of age 
timetabled achievements are reinforced through the use of such tools as the career time 
line in vocational counselling. This type of counselling requires the individual to 
reahstically plot their expected personal and work achievements from school through to 
approximately age 50. When the person concemed fails to achieve these goals by the 
set age, it is not unusual for them to become disiUusioned (Olesky-Ojikutu, 1988). 
Similar to the developmental models are the experiential or leaming models. In 
contrast to the phasic models, experiential models involve stages linked to the 
completion of tasks or the experience of specific events rather than chronological age. 
Psychological development is seen as a function of experiences which occur largely as 
a result of social influences. Progress is judged according to the individual's 
achievements and level of experience witiiin different contexts, for example, withm the 
work environment or tiie home envu-onment (Neugarten, 1968). 
Unlike the more age linked developmental processes previously discussed, the 
experiential approach places less emphasis on the effect of physiological changes on 
psychological development. Age from the experiential perspective of adult 
development no longer has the central position as a marker of development which it 
usuaUy has in childhood and adolescent development By the time a person reaches 
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adultiiood, the predictive value of chronological age is severely diminished as biological 
events in adulthood with few exceptions tend to be highly individual and not able to be 
generalised (TroU, 1985). When psychological development and behaviour are no 
longer linked to physiological development, chronological age on its own becomes a 
less significant variable. 
A third type of model, as proposed by Schein (1978), links the developmental and 
experiential models into an integrative approach which takes into account both 
physiological and social influences in overall development It is important to recognise 
that this model was formulated on the basis of adult male development, and the content 
of the cycles specified do not necessarily accurately reflect adult female development. 
Within this model Schein identifies three life cycles or dimensions, the biosocial, the 
career and the famUy. 
The biosocial dmiension of the life cycle relates to the biological changes which 
occur amongst adult males combined with the social and personal tasks which are 
usually expected to be undertaken by males in particular age groups. Although it is 
difficult to accurately map the changes which are encountered over a lifetime, Schein 
(1978) has hsted a variety of general issues and specific tasks which typicaUy need to 
be confronted and carried out during particular stages of life. The stages identified in 
the biosocial dimension approximate die decades of a person's hfe. 
The career dimension in Schein's model consists of a series of age-related stages 
similar to those identified in Super's developmental career stage model (Zunker, 1990). 
The stages and tasks identified in the career dimension are closely related to those in 
the biosocial dimension but are more strongly influenced by external factors, for 
example, technological changes and economic conditions. Schein identifies nine stages 
in total and defines these in terms of the following tasks: entry to the world of work 
(16-25 years), basic training (16-25 years), fuU membership in early career (17-30 
years), fuU membership in mid-career (25+ years), mid-career crisis (35-45 years), late 
career in either a leadership or non-leadership role (40+ years), decline and 
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disengagement (Stumpf, 1986). This dimension of Schein's model clearly foUows the 
standard developmental approach to career development although it is clear that the 
transitions between stages can overlap and that two people of the same age may be 
working in different career stages. 
Schein's (1978) third dimension, that of the family, emphasises the 
interrelationships between an individual's career and the members of their famUy. This 
cycle is more complex than either the career or biosocial in that, first, families have 
different configurations and, second, each member of the family unit is an individual 
who is tiiemself going through then own cycles of development Due to the difficulty 
in defining all possible types of family, Schein uses the stereotypical traditional family 
model as the basis of tiie farmly life cycle (Zunker, 1990). 
Schein's model is based on the assertion that human development cannot be 
explained by any one cycle alone, but depends on the simultaneous passage through 
the stages and phases inherent in the three dimensions (Zunker, 1990). For adequate 
development to occiu", the issues within each dimension need to be confronted and the 
tasks satisfactorily completed. As the individual progresses through each stage, the 
skiUs and values acquired wiU assist in their passage through the different dimensions 
of the next stage imtU development is complete. This type of integrative approach has 
become increasingly popiUar in the explanation of adult development, particularly from 
a career perspective. It recognises that career development does not occur in a vacuum 
and that, as well as personal preferences and desires, extemal factors and competing 
demands Wm also have a significant influence on an individual's career development 
Nancy Schlossberg (1981) has summarised five important elements of 
contemporary adult theories. First, behaviour in adulthood is determined more by 
social rather than biological clocks (as in the experiential or leammg model approach). 
Second, behaviour is sometimes a function of life stage and at others, a fimction of age 
(integrative approach). Third, sex differences are greater than either age or stage 
differences. Fourth, adults continually experience transitions as they progress from 
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one stage of development to the next and, finally, the recurrent themes of adulthood are 
identity, an issue which usually arises during times of transition, intimacy between the 
individual and those with whom they have close ties, and generativity where the 
individual questions their creativity and contribution to the world (Herr & Cramer, 
1988). 
Transitions 
From the preceding summary it is clear tiiat d-ansitions form an important part of 
adult development in aU aspects of life including careers. Schlossberg (1981: 5) 
defines a transition as occiuring "if an event or nonevent results in a change in 
assumptions about oneself and the world and this requires a corresponding change in 
one's behaviour and relationships". Other definitions of transitions emphasise the 
crisis aspect of sudden change and unply that such movements are often traumatic for 
the individual concemed. Perry, for example, specifically identifies "those at risk 
because of transitions" as being a special needs population (Herr & Cramer, 1988). 
Levinson et al. (1976) as previously discussed, were the first to explicitly include 
transitional periods within their model of adult development. Within this framework, 
life development can be seen as an altemating series of stable and transitional periods. 
While the primary tasks of the transitional periods are to resolve the tasks of the 
preceding period and initiate those for the new, each stable period wUl have a distinctive 
set of tasks according to what stage tiie individual is at in the overall life cycle. While 
these transitional phases provide the individual with growtii opportunities they can also 
be times of stress which, if not adequately resolved, can lead to major crises (Herr & 
Cramer, 1988; Levinson, Darrow, Klein, Levinson, McKee, 1976). 
Adults continuaUy undergo transitions but the outcomes of ti-ansitions are not 
consistent They can be either positive, providing opportunities for growth, or negative, 
resulting in some form of dysfunction or dechne. How ttansitions are dealt with will 
vary, not only between individuals, but also across time. The effects of a specific 
transitional experience such as moving to a new job in a new town, wiU often be 
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different for the same individual if experienced at different times in their life 
(Schlossberg, 1981). 
Career transitions require simUar coping strategies, and are often closely linked to, 
general adult development. Career transitions can also take one of two orientations. 
Intrarole transitions occur when the individual changes their orientation or attitude 
towards their work while continuing to be employed in die same job. Such transitions 
are internalised and are not always easily identified by other people. Interrole 
transitions, however, involve a significant extemally identifiable move from one role to 
another. Such transitions include the decision to move from one occupation to another, 
from one company to another, entering or re-entering the workforce and leaving the 
workforce on a temporary or permanent basis (Louis, 1981). 
The area of interrole transition which has been the focus of the most studies has 
been that of mid-life changes. Altiiough much of the work in tiiis area has concentrated 
on counselling issues regarding strategies for coping with this important transition, 
some has concentrated specificaUy on the career aspect In age terms, mid-life is 
usually considered to begin in the late thirties to early forties with the limits of 35 to 43 
being the most popular in the literature. Consequently, significant changes of career 
which occiu- around these ages are usually referred to as mid-career changes (Brown, 
1987; Golembiewski, 1978). An altemative approach to defining mid-career change is 
that of Neapolitan (1981) which focuses on years within an occupation rather than 
chronological age to define mid-career. Using this definition, a person is considered to 
be at the mid-career stage after a minimum of eight years in an occupation. Thus, a 30 
year old and a 50 year old may both be considered to be at mid-career if they have been 
employed for the appropriate length of time in the same occupation. This approach 
also aUows for mdividuals to experience more than one mid-career transition. 
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Mid-career Change 
Mid-career changes can be classified according to the degree of change or 
dnection of change. Sarason (1977) classifies changes as being either horizontal or 
vertical. A horizontal change involves the movement from one type of occupation to 
another, for example, from being an engineer to being a lawyer. A vertical change, 
although not as obvious from an observer's point of view, is an upward movement 
which involves the leaming and practice of a new set of skills within the same general 
occupational group. An example of a vertical career change would be the movement of 
an engineer from field work to a supervisory position (Osipow, 1983). An altemative 
directional classification of career change is given by Hiestand (1971) who uses the 
two category system of 45 and 90 degree changes as an indication of career stability. 
In brief, a 45 degree change is one which involves a minor change, such as a promotion, 
from the previous position and is simUar to Sarason's vertical change, while a 90 degree 
change involves significant discontinuity with the previous position held, similar to the 
horizontal change as defined above (Brown, 1987). 
Mid-career changes can also be classified according to the motivation behind the 
change. Thomas (1980) uses a two by two matrix to categorise career changers 
according to the combined pressures from within the individual and from extemal 
pressures in the environment Thus the four ceUs of the matrix are defined as foUows: 
low pressure from self to change/low pressure from environment to change; high 
pressure from self to change/low pressure from environment to change; low pressure 
from self to change/high pressure from environment to change; and, high pressure 
from self to change/high pressure from envkonment to change. These ceUs are labeUed 
routine, self determined, situation determined and accommodation respectively by 
Murray et al. (1971) or, altematively, drift-outs, opt-outs, force-outs and bow-outs by 
Thomas (Herr & Cramer, 1988; Heddescheimer, 1976; Thomas, 1980). 
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On a theoretical level, explanations as to what motivates an individual to change 
careers at mid-hfe vary between theorists. For a few writers, mid-career shifts are seen, 
in part to be die result of mental health problems, such as stress. Vaitenas and Wiener 
(1977), for example, found that a sample of changers displayed higher levels of 
emotional maladjustment and fear of faUure as well as lower congmity and consistency 
of interests when compared to a similar sample of non-changers. This sample was 
taken from a group of changers across age groups. Consequentiy not all subjects 
could be classified as being in mid-career aldiough it is interesting to note that no 
significant age related differences were found. Sarason (1977), in an attempt to 
explain why some studies have found changers to be less psychologicaUy stable than 
non-changers postulates tiiat the underlying cause of career change is the conflict 
which occurs when work demands are incompatible with the individual's personal 
characteristics. If this conflict is not resolved and the discrepancy between job 
requirements and the individual's needs is large enough, tiiey wUl become anxious and 
dysfunctional and will eventually change jobs (Herr & Cramer, 1988). It should be 
stressed, however, that most writers view mid-career job change as a part of normal 
development or behaviour and not the result of abnormal psychological distmbances. 
From a developmental perspective, mid-career change is seen as simply one 
altemative at a particular stage of development and is considered to be an option in 
normal development. In Levinson et al.'s (1976) schema, career changes are most 
lUcely to occur during the step of "becoming one's own man" which immediately 
precedes the mid-life transition. During this time, the individual tends to experience 
feelings of oppression and restriction in aU areas of life including work, the result of 
which is often a breaking away from the current situation. In the work area, this is 
likely to result in a change of career direction (Herr & Cramer, 1988; Levinson et al., 
1976). 
Lack of congmency between the individual and the environment as defined by 
HoUand is a third explanation of mid-career shifts. This approach, however, has 
received mixed support in the Uterature. While Vaitenas' and Weiner (1977) sample 
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showed that changers had a higher level of incongmity dian non-changers, others such 
as Robbins, Thomas, Harvey and Kandefer (1978) have found no support for the 
concept of incongmence as a motivation for career change. 
The studies mentioned above represent only a few of the many theoreticaUy based 
approaches to explaining the motivations behind career changes. From a less 
theoretical perspective, Heddescheimer (1976) outlines five motivating factors. 
Pressines from the environment which may precipitate change faU into three categories: 
family changes, job changes, and societal changes. Family changes tend to affect 
women more than men and include changes in family sdiicture due to divorce, death of 
a spouse or the departure of children from the household. Job change pressures are 
the result of changes in the working environment which may force individuals into a 
different line of work, for example, technological advances which result in skiUs 
obsolescence. Societal factors include changing attitudes as to what constitutes 
appropriate behaviour for different age groups and for women as well as the opening 
up of new work opportunities due to changes in the economy. Intemal pressures from 
the self which may motivate job changes are identified as the search for satisfaction and 
the influence of developmental stages. Changing interests and the desire for increased 
work satisfaction are commonly cited as being the main motivators behind career 
changes. Job changes have also been linked to developmental stages and can be seen 
as a result of how individuals cope with the transitions and stages experienced during 
adulthood, for example, the mid-hfe transitions mentioned above. 
FinaUy, when examining mid-life changers, an important group which needs to be 
considered is that of re-entry women. Women who enter or re-enter the workforce 
after child bearing and rearing constitute a special group withm the general population 
of career changers. Reasons for labour force re-entry, as with other mid-career 
changers, vary and include financial pressures as well as satisfaction considerations. 
As fertUity continues to declme and fewer working years are lost to the average woman 
due to child rearing duties, this population will become increasingly important. The 
typical female worker no longer expects to leave the workforce permanentiy upon 
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marriage or child bearing. The extent to which the period out of the labour force 
directiy impacts on the individual's overall career outcomes, however, is not clear (Herr 
& Cramer, 1988). 
Age and Employment 
Despite indications in the literature that chronological age provides only an 
approximate guide to behaviour and abilities, in practice it is still the basis of many 
social and legal divisions such as voting, driving and retirement. In terms of 
employment a clear trend towards lower levels of labour force participation for older 
workers can be discemed (Lansbury, 1981). 
Before examining this trend in any detail, it is necessary to determine at what age 
an employee is considered to be an "older worker". The "aged" in society as a whole 
are usually taken to be those people who are over retirement age. In Australia, men 
have ttaditionaUy retu-ed at age 65 and women at age 60 when they become eligible for 
the age pension. A definition of older workers, therefore, would not comcide with the 
traditional concept of older people. The minimum age at which people can be 
employed in Australia is 15, and the usual maximum 65, altiiough in some states anti-
discrimination legislation combined with the removal of mandatory retirement 
requirements has made it possible for individuals to continue in employment beyond 
65 (Donnellan, 1990). It is the 15 to 65 year age range which is usually referred to as 
the working population. An older worker, therefore, is one who is approaching the 
upper limit of this range. According to the Bureau of Labour Market Research, a prime 
age worker is defined as being between 25 and 44. By implication an older worker is 
one aged 45 years or over (BLMR, 1983). 
Despite the overaU growth in the labour market, there has been a significant long 
term decline in the labour market participation rates of workers in the 45 years and 
older age group. This trend is particularly noticeable amongst males aged 55 and over. 
Between 1970 and 1989, tiie labour force participation rate for men aged 55 to 59 feU 
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from 91.2% to 75.5%. During the same period, die participation rates of men aged 60 
to 64 feU by over a third and for the 65 and over age group, the rate more than halved 
from 22.1% to 9.0% (NSW Premiers Department, 1990). Since the mid 1980s there 
has been a upward trend in the overall number and proportion of older workers still in 
the labour force (see Table 3.1). There are two reasons for this. First, in the 45 to 54 
year age group the first indication of the "baby boom" generation moving through the 
later stages of their careers is evident. Second, these figures are influenced by the 
increased participation of women m the labour force at all ages, including the 45 years 
and over age group. 
Table 3.1. Changes in the labour force participation rates of older workers 
Age Group 
55-59 
60-64 
65+ 
1969 
59.6 
46.1 
11.8 
1978 
57.8 
35.3 
6.8 
1984 
52.5 
27.3 
4.6 
1990 
55.2 
33.4 
4.9 
%change 
1969-1990 
7.4 
27.5 
58.5 
(ABS, 1987; ABS, 1993) 
The extent to which any given group in society, whether defined by age, gender or 
some other variable actively participates in the labour force is largely determined by the 
overall demand for labour within the economy. The decision to employ certain people 
or members of certain groups in society will also depend on the perceived competence 
of those people or groups. 
Coberly and Newquist (1984) identify six common employer concems relating to 
the employment of older workers these being costs, productivity, worker health, 
adaptabiUty, mterest m work and competmg employment needs. Addressing each issue 
in tum, they conclude tiiat the differences in specific cUcumstances accoimt for greater 
variations in each area than age. For example, whUe the costs of certain employee 
benefits such as health insurance increase with age, most fringe benefits including 
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many pensions and superannuation plans are based not on age as such but altemative 
criteria such as tenure and seniority within the firm. 
Barth and McNaught (1991) identify three corporate myths regarding the 
employment of older workers. These are: "(1) that older people cannot be trained in 
new technologies, (2) that older people cost more to employ and cannot work as 
efficientiy as younger people, and (3) that older workers are inflexible about the terms 
of their employment, especiaUy about working full-time or overtime." These negative 
perceptions regarding the employment of older workers are compounded by the fact 
that many older people hold these attitudes themselves (CahiU & Salomone, 1987). 
Many studies have been undertaken regarding the productivity, values, and 
perceptions of older workers (eg. Bird & Fisher, 1986; Crew, 1984; Stumpf 8c 
Rabinowitz, 1981). Two evaluations of the published results of this research were 
undertaken diuing the 1980s. The first of these contained in Doering, Rhodes and 
Schuster (1983) divides the studies into two general sets, psychological characteristics 
and work behaviour. 
In a qualitative review of over sixty empirical studies, Doering et al. (1983) foimd 
considerable age related differences in the psychological characteristics of older and 
younger workers. Significant differences were found in the following areas: older 
workers have a greater need for security and lower needs for self actualization than 
younger workers, older workers consistentiy express higher levels of overall 
satisfaction; older workers report higher levels of job involvement and internal 
motivation and older workers are less likely to intend leaving their current employment. 
Few attempts, however, have been made to explain why these differences occur. In a 
simUar analysis of actual work behaviours they distiUed the foUowing findings fi-om the 
literature: the performance of older workers is not consistentiy better or worse than 
that of younger workers; older males tend to have lower rates of avoidable absences 
than younger males; older workers are less likely to have accidents than younger 
workers, however, when mjiu-ed they take longer to recover, and, older workers are less 
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lUcely to leave an organisation than younger workers (Doering, Rhodes & Schuster, 
1983). 
The second review was undertaken by Waldman and Avolio (1986) which, unlike 
the preceding, relies on the quantitative technique of meta analysis to account for age 
differences in job performance. This review is comparable to Doering et al.'s (1983) 
analysis of work behaviour outiined previously. From a data set of 40 samples, 
Waldman and Avoho (1986) found that, contrary to popular perceptions, there is littie 
evidence in the literature to suggest that job performance declines with age. The extent 
to which job performance increases or decreases with age is dependent upon the type 
of measurement used. Where objective measures of performance are employed, 
productivity tends to increase with age whUe performance apparently decreases when 
measured by supervisory ratings. Reasons for these variations are not fully explored in 
the literature and important moderating influences such as tenure and educational 
achievement are neglected (Waldman & Avolio, 1986). OveraU, die studies cited, which 
are based on the evaluation of over a hundred other studies, have foimd Uttie evidence to 
confirm common negative stereotypes regarding the employment of older workers. At 
this stage, the problems regarding the employment of large numbers of older people are 
still anticipated rather than occurring in the work place. Currently few major 
businesses have reported any significant impact from the changing natiu-e of the 
workforce (Loveman & Gabarro, 1991). 
Ageing of the Population 
The recent upsurge in interest regarding adult development not only in the career 
based literature but also in other areas of psychology, sociology and public policy is 
largely due to the anticipated ageing of the population over the next 40 years. 
SpecificaUy in terms of employment, the ageing of the population has mipUcations both 
for the individual in terms of satisfaction and the economy and society in general in 
terms of the increase in aged dependency. 
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AustraUa is experiencing a marked ageing of the population, a trend which is 
expected to continue over the next 50 years. From a world perspective Australia's 
population is in a transitional phase between the "young" populations of developing 
nations where the proportion of the population aged 65 and over is approximately 3% 
and the "old" populations of Em-ope where the proportion is around 14%. Although 
Australia, like Canada and US has a relatively young population, the rate at which the 
older population is increasing is steeper than in older countries (Hugo 1986a). 
During the 1980s, the section of the population of Australia aged 60 years or over 
grew at a rate of approximately 2.5% per annum compared with an overall population 
increase of 1.5% per annum. It is anticipated that this trend will continue throughout 
the remainder of the twentieth century and into the first third of the twenty first century 
(ABS, 1988). 
The current ageing process in AustraUa is the product of past demographic events. 
Three main factors determine the proportion of aged in the community: migration, 
mortality, and fertility. To make plausible predictions regarding future population 
trends, assumptions must be made about each of tiiese influential population variables. 
Four series of projections based on varying assumptions are released by the AustraUan 
Bureau of Statistics. Series A and B which offer the maximum likely predicted 
population levels are, in effect identical the only difference being in assumptions 
regarding intemal migration. At the opposite extreme is Series D which provides the 
minimum probable levels. Under the varying assumptions used, it is anticipated that 
the Australian population will increase overall by between 25.5 and 59.3% (ABS, 
1988). The population projections by major age groupings are contained in Table 3.2 
which shows both the projected population figures and the proportion of the overall 
population which each age grouping accounts for, shown below the projected numbers 
in itahcs. 
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Table 3.2. Australian population projections to 2031 
AU ages 
A & B 
D 
0-14 
A & B 
D 
15-64 
A & B 
D 
65+ 
A & B 
D 
1987 
16,263.3 
100.0 
16,263.3 
100.0 
3,682.9 
22.6 
3,682.9 
22.6 
10,838.6 
66.6 
10,838.6 
66.6 
2,070.4 
12.7 
2,070.4 
12.7 
1996 
18,732.2 
100.0 
18,428.5 
100.0 
4,023.4 
21.5 
3,822.5 
20.7 
12,484.7 
66.6 
12,438.8 
67.3 
2,712.2 
14.5 
2,709.1 
14.7 
2011 
22,450.6 
100.0 
20,733.5 
100.0 
4,280.5 
19.1 
3,353.1 
17.1 
15,240.6 
67.0 
14,326.0 
69.1 
3,690.8 
16.4 
3,625.0 
17.5 
2021 
24,727.7 
100.0 
21,486.6 
100.0 
4,465.5 
18.1 
3,488.3 
16.0 
16,300.3 
65.9 
14,507.7 
66.4 
4,844.3 
19.6 
4,713.2 
21.6 
2031 
26,767.1 
100.0 
22,543.1 
100.0 
4,708.1 
17.6 
3,390.7 
15.0 
17,012.6 
63.6 
14,312.4 
63.5 
6,363.5 
23.8 
6,117.1 
27.7 
(ABS, 1993c) 
From Table 3.2 it is clear that while the elderly population will increase 
dramaticaUy both in numerical terms and as a proportion of the overall Australian 
population, the proportion of the working age population is not expected to experience 
a significant change. Consequently, the overall dependency ratio (ie. the ratio of 
working age population, 15-64, to non-working age population) is not expected to 
change significantly. This is due to die dechne in fertUity which is anticipated over the 
next 30 years and which wUl accompany die ageing 0-end. It is, however, predicted that 
there will be a shift away from the previous stmcture of the dependency ratio which 
was heavUy skewed in favour of children as the number of elderly dependents increases 
(Hugo, 1986b). 
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Although the total burden of dependency is not expected to increase, the cost of 
this dependency to the state is. The economic cost of raising children, with the 
exception of education, is bome almost exclusively by parents. Consequently, the cost 
of supporting a dependent population which is made up primarily of young people is 
significandy less for the government than one which is skewed in favour of the elderly. 
It has been estimated that the Australian govemment spends approximately 2.5 times 
more, on average, to provide support and services for an older person than for someone 
aged 15 years or younger (Kendig, 1990). 
While the proportion of the working age population is likely to remain relatively 
stable, it is impossible to predict precisely the employment and unemployment rates 
within this group over the next 40 years. As the proportion of older people in general, 
and older workers in particular, continues to increase, it is important that researchers 
address the issue of age in career development to understand what the career 
expectations and experiences of older workers are before the potential problems of 
dealing with an aged workforce are realised. 
Defining "Age" and "Ageing" 
Demo graphically, the trends of population ageing outiined above are based on 
chronological age and age cohorts. As previously stated, however, it is increasingly 
being recognised that chronological age provides only a very general measure of hkely 
behaviour. Altemative measures of age such as cognitive, biological, psychological and 
social age are seen as more accurate reflections of individual abilities. To date in 
employment the emphasis has remained on chronological age as the basis of working 
age definitions, eligibUity for retirement and so on. WTiUe some theorists have retained 
chronological age divisions m career stage definition, otiiers are moving towards a more 
flexible approach. Some of the more common age concepts and their use in research 
are explamed below. 
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Chronological age 
Chronological age is simply the number of years a person has been alive. It is 
particularly unportant in chUdhood and early adulthood as it is chronological age which 
determines such activities as when an mdividual may go to school, drive, vote and so on 
(Barak & Schiffman, 1981). While chronological age is a useful variable in 
segmenting groups, it is rarely useful as an explanatory variable. The major difficulty 
in using chronological age as a variable, particularly when working witii adults, is tiiat it 
provides only a very general measure of expected pattems of growth, behaviour and 
change. In other words, chronological age is an objective single faceted measure of age 
which is unable to take individual differences into account (Bell, 1972; McPherson, 
1983). 
Age cohort 
An age cohort consists of people bom at approximately the same time, usually in 
five year groupings, who age together (Doering, Schuster & Rhodes, 1983). Those 
contained within each cohort, however defined, will tend to have been exposed to 
similar environmental influences and should show relatively similar characteristics. 
Cohort is not a distinct variable rather it serves as an index to account for the 
underlying factors which influence behaviour and attitudes. Consequentiy it is of more 
value than chronological age as an explanatory factor in social research (Maddox & 
CampbeU, 1985). 
Functional age 
Functional age is a concept developed during the 1960s and 1970s which takes a 
multifaceted approach to defining age and explaining ageing. Consisting of six 
indicators (biochemical, auditory, anthropomettic, abiUty, personaUty and social ages), 
functional age refers to the individual's level of capacity to function in society relative to 
other people their age (BeU, 1972; Sugarman, 1986). Given that it takes into account 
more influences than simply when a person is bom, it may be more useful in 
explaining behaviour tiian either chronological age or age cohort. 
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Biological age 
Biological age refers to the intemal and extemal changes in the stmctm-e and 
functioning of the body which wiU influence the individual's behaviour and abUities. 
Examples of these changes include loss of hair, change in skin texture, declining 
sensory abiUty and change in hair colour (McPherson, 1983). Biological age is often 
difficult to determine precisely as some organs may age more quickly than others 
witiiin tiie same body (Barak & Schiffman, 1981). 
Social age 
Social age, a component of functional age, is defined a "a changing composite of 
social life styles, attributes and attitudes at various points of the life cycle" (Rose, 
1972). Throughout the hfe cycle individuals occupy various age appropriate roles such 
as child, spouse, parent and so on. Within each culture there are accepted approximate 
chronological ages at which mdividuals are expected to move from one role to another. 
Those who occupy the appropriate role at the socially expected age will have similar 
social and chronological ages. Variations will occiu- at both ends with some people 
have a higher social than chronological age and others having a higher chronological 
than social age (McPherson, 1983). 
Psychological age 
Psychological age is the product of the interaction between cognitive and 
behavioinal changes and the environmental factors which influence an individual's 
psychological well being (McPherson, 1983). Various measures of psychological age 
have been developed such as subjective age, perceived age, personal age and cognitive 
age (Barak & Schiffman, 1981). Personal age is defined as "die individual's self-report 
of his age status: how old he seems to himself and is measured in terms of four 
elements: look age (how old the individual feels that they look); feel age (how old the 
individual feels); do age (the age "appropriate" for the activities that the individual 
undertakes); and, interest age (the age group to which tiie individual feels theu- interests 
are most appropriate) (Kastenbaum, Derbin, Sabatini & Artt 1972). Using tiie same 
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elements, Barak and Schiffman (1981) have developed tiie concept of cognitive age to 
explain variations in consumer behaviour amongst the elderly. 
Summary 
The review of current literature in the areas of adult development, careers and 
ageing indicate that, while the theoretical literature is becoming more flexible in its 
approach to the issue of age, the actual experience, and perceptions of older employees 
in the workforce suggests that this flexibUity has not extended to the practical setting. 
Adult development theory shows that adulthood continues to be a period of change 
and development for the individual and is, in practice, a far less stable period than 
previously accepted. In terms of careers, adult transitions can influence not only 
intemal factors such as job satisfaction, but can also precipitate major career changes. 
It has also been recognised that individual differences are far greater than age related 
differences in terms of abilities, skills, flexibility and so on. As a result, altemative 
measm-es of age have been developed which more accurately reflect the likely work 
potential of the individual. Within the overall framework of the working environment, 
however, these concepts do not appear to be in common use with the more easily 
defined measure of age, chronological age, stiU apparentiy the most common measure 
used to judge whether someone is "on time" in their career development Also, 
chronological age is still being used as the measure to determine when people should 
both enter and withdraw from the labour force. 
While it woiUd be expected that chronological age would impact on an uidividual's 
career experiences due to preconceptions and stereotypes as to the abilities and 
characteristics of employees at different ages, other influences are also important. In 
particular, it would be expected that the individual's specific career experiences would 
have more impact than age factors alone. 
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CHAPTER 4. CONSTRUCTING A MODEL OF CAREER 
OUTCOMES 
Given the anticipated ageing of the population and changes in the social 
environment, it is important to understand the career position of mid to late career 
workers as well as the main factors which have led to their current status. As a 
predictor of career outcomes chronological age is of little direct relevance. It can, 
however, have an indirect effect in terms of being strongly correlated with variables 
which do influence how successful an individual becomes in their chosen career. 
Employees in the 45 years and over age group were chosen to develop and test this 
model because of their demographic importance and likely long term employment 
experience. In examining the labour force experiences of employees aged 45 years 
and over and devising a model which identifies the main influences of career outcomes, 
altemative measures of age are developed. 
This chapter develops a model of career outcomes which will be tested on workers 
aged 45 years and over. First, a core model which forms the basis of the overall model 
is developed. The variables contained in the core model are all purely work related. 
Each variable is defined and its inclusion in the model justified. The anticipated 
relationships between the variables are also discussed and the proposed hypotheses 
arising from the model outlined. The core model is then expanded to include non-work 
variables such as gender, chronological age and education. Again the variables are 
defined, the relationships between them justified and the hypotheses arising from the 
model outlined. 
Developing the Core Model 
The purpose of the model developed here is to outUne what the important 
influences on overall career outcomes are and to discuss the relationships which exist 
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between these variables and overall career outcomes or "success". It does not attempt 
to show how or why career choices are made, but concentrates on how observable 
variables impact on the individual's overall career outcomes. 
The core model contains only work related variables. It does not include 
psychological variables such as personality, motivation, work orientation or sociological 
variables such as opportunities. In this way the core model differs from previous 
career models and theories discussed in Chapter 2, for example those developed by 
Astin (1984), Fitzgerald and Betz (1984), Lofquist and Dawis (1984), Holland (1985), 
Super (1990) and Roe (1984). The reasons for including only work related variables is 
to determine the extent to which more controllable aspects of a person's work life 
impact on their final career outcomes. For example, die decision to take time out of the 
labour force or to change careers can be considered, to a large extent, controllable 
aspects of a person's work history. 
In its simplest form, the model of career outcomes which is developed here can be 
broken down into two sets of variables under the general groupings of career 
experience and career outcomes. In essence, the proposed model simply states that a 
person's career outcomes are the result of their career experiences. (Figure 4.1) 
Figure 4.1. Simple underlying model of career. 
CAREER 
EXPERIENCE 
CAREER 
OUTCOMES 
While not being directly comparable, the model does draw on elements of existing 
theories and models. For example, prior career or work experience is explicitiy stated 
as an influencing variable in career choice in Fitzgerald and Betz's (1984) model. 
Super (1990) also includes work practices and achievements in his archway model to 
explain career development. Other theorists who emphasise the importance of prior 
work related experiences on determining career choice and outcomes include Tiedeman 
and Miller-Tiedeman (1984), Dawis and Lofquist (1976) and Kmmboltz, Mitchell and 
Jones (1979). 
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Input Variables 
Expanding this underlying model, career experience is divided into three variables, 
vocational age, employment age and career type while career outcomes are divided into 
two variables objective success and subjective success. (Figure 4.2) 
Figure 4.2. Components of career experience. 
CAREER 
EXPERIENCE 
/ E M P L 0 Y M E N T \ CAREER 
TYPE 
/ V O C A T I O N A L ' 
I AGE 
Employment Age 
For the purposes of this model two time based measures have been developed: 
employment age and vocational age. Chronological age has not been used in the core 
model in an attempt to separate, in the first instance, the influence of purely work 
related variables on career outcomes. Age as a variable in career models has generally 
been used either to differentiate between stages of development or as a marker against 
which relative success can be measured. Although, as Schlossberg (1981) and 
Murphy and Burck (1976) point out, behaviour is determined more by career and life 
stages and their associated behaviours, stages in and expectations of careers are still 
defined primarily in terms of chronological age (Herr and Cramer, 1988). 
Employment age is defined as the total number of years an individual has been 
employed. Conceptually, employment age is similar to the idea of seniority. Seniority 
has been variously defined as "the length of time in a particular job" (Ronen, 1978: 
297-298), the "length of service in an occupation" (Shirom and Mazeh, 1988: 38) and 
"the length of an employee's continuous service in an organisation" (Gordan and 
Johnson, 1982: 256). Employment age varies from the definitions of seniority in that it 
refers to the total number of years an individual has worked in paid employment 
irrespective of occupation or organisation. 
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Vocational Age 
Vocational age is defined as the number of years an individual has been employed 
in a particular profession or occupational grouping, for example, nursing, teaching, 
administration or engineering. It is also conceptually similar to seniority with Shirom 
and Matzeh's (1988) definition coinciding exactiy. For the purposes of this study the 
term vocational age will be retained to avoid confusion and to distinguish between the 
two related seniority type variables of employment and vocational age. 
Career Type 
The third main influence on career outcomes proposed in this model is career type. 
Career type as a variable is simply defined as the career pattem which most closely 
represents the workforce experience of the individual. This model uses a sixfold 
classification of career types each of which is outlined in Table 4.1. 
Table 4.1. Definition of career types 
1. Linear: individuals join an organisation at an entry level position and then progress 
steadily upwards within that organisation; 
2. Steady: individuals undertake a period of training or study prior to entering a life 
long occupation although not necessarily in the same organisation; 
3. Static; mdividuals enter the workforce at a given level and in a given occupation 
and remain at approximately that level and in that occupation indefinitely; 
4. Interrupted: individuals enter work, leave full-time paid employment and then 
retum to paid employment at a later date; 
5. Migratory: individuals change jobs according to economic cncumstances, rewards 
and the work that is available; 
6. Spiral: individuals seek opportunities to develop and use their various abilities and 
interests. 
Although this typology is based in part on Driver's (1978) classification of 
career pattems, it also contains elements of Super (1957). The Unear, steady, and spiral 
career types are drawn directly from Driver (1978). Steady careers are comparable to 
Super's (1957) converaional career type while static careers are comparable to what 
Super terms stable careers. Super also explicitly includes intermpted careers as a 
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career type but only for women. The migratory career type is drawn from Driver's 
(1978) d-ansitory career and Kane's (1986) uncareer. The advantage of this new 
typology of career types is that it allows for both traditional careers and those which do 
not follow the expected upward progression from relatively low entry level positions 
through to more senior positions. 
Classifying individuals on the basis of their career patterns is useful in 
determining whether or not those who follow traditional career pattems tend to be more 
successful than those who do not. In this typology steady and linear careers represent 
traditional career paths and assume a young starting age with continuous employment 
until retirement. While it may appear that migratory careers would be pursued 
primarily by the lesser skilled members of the workforce, the career structure as 
defined is also relevant to trained professionals who, due to their qualifications and 
experience, are able to move easily between organisations at the highest levels. In a 
spiral career the individual is more concemed with intrinsic rather than extrinsic 
rewards. It does not however, exclude those who, while following their interests and 
gaining greater work satisfaction, also achieve high levels of objective success. Finally, 
while interrupted career pattems are experienced most commonly by women who have 
taken time out of the labour force to raise children, it can also apply to men in a similar 
position, people who have had to leave the workforce for health reasons and those who 
retire early but retum to work for financial or other reasons. 
Two points should be noted about the above classifications of career. First, they 
are non-gender specific. Although it would be expected that a higher percentage of 
women than men would be found to have intermpted careers while a higher percentage 
of men than women would have a steady or linear career, the classification system does 
not exclude those people who follow careers which may be considered "unusual" or 
"non-traditional" for their gender. Second, it is important to note that this classification 
of careers does not explicitly take into account non-work roles. It does not, for 
example, include roles such as Super's (1990) "stable home maker" or Hearn's (1980) 
"uncareerist" (Kane, 1986; Pietrofesa and Splete, 1975; Super e ta l . , 1957). The 
reason for this is that the core model, which includes the career type classifications, is 
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based entirely on work related variables. For the purposes of this study it is not 
necessary to include non-work roles. Extended periods out of the workforce are 
accounted for in this model in the intermpted career type classification. 
Output Variables 
Career outcomes, the other side of the model, are the result of an individual's career 
experiences and are referred to as their "success". Defining success is problematic as 
success can often mean different things to different people (Crites, 1981). Betz and 
Fitzgerald (1987) identify three components of vocational success: economic or 
financial success, organisational or performance success and self evaluated success. 
Economic success refers to the amount of money a person makes, while organisational 
success refers to the level they reach within the organisation where they work. Self 
perceptions of success are subjective and internalised and may be influenced by a 
combination of the evaluations of significant others, comparisons with co-workers and 
comparisons with age/career stage expectations. Northcutt (1991) cites some of the 
more common criteria for defining success as holding a management position, 
receiving high salaries, being an acknowledged expert in a field, attaining positions of 
status and power and holding a supervisory position. Overall, however, she considered 
recognition to be the key element in defining success. Freeman (1990) discusses both 
internal and external criteria for success but found that for the women in her study 
success was defined primarily in intrinsic terms. Based on these findings she defines 
success as "being happy and liking one's life" (Freeman, 1990: 121). Finally, 
Bardwick (1986), while acknowledging that for most employees success takes the form 
of promotions and salaries, advocates redefining success in terms of meeting 
challenges, continuing to leam and making a contribution. 
In the proposed model these outcomes are divided into two variables, objective 
success and subjective success (see Figure 4,3). 
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Figure 4.3. Components of career outcomes. 
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Objective Success 
Objective success is the observable level of success which the individual has 
reached. In this model objective success is measured according to three criteria: 
position title, job classification, and salary. Position title refers to the name of the 
position which a person curtently holds, for example, administrative assistant, research 
officer or manager. Job classification refers to the organisation's internally recognised 
grade or classification of the position, for example Supervising Engineer [Class 1]. 
Both of these elements roughly correspond to Betz's and Fitzgerald (1987) definition 
of organisational success. The third criterion on which objective success is measured 
is salary. Salary is recognised by all the previously cited authors as being a major 
component in defining individual success. These three elements are combined in the 
model to give an overall measure of objectively defmed success. 
Subjective Success 
Subjective success refers to the individual's perception of their career outcomes 
and how successful they feel that they have been in their career. Unlike objective 
success, it is not an observable variable and needs to be measured indirectiy through a 
scale consisting of attitude and satisfaction statements. 
As is the case with the relationship between seniority and the "age" variables 
(vocational and employment age), subjective success is conceptually simUar to, but not 
the same as an existing variable, job satisfaction. Job satisfaction has been defined as 
"an overall attitude that people have towards theu-job" (Kalleberg and Loscoco, 1983: 
79). Subjective success differs in that it seeks to provide a measure of how satisfied 
individuals are with their overall achievements in the labour force rather than indicating 
how satisfied they are with the particular job or working environment in which they are 
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currentiy employed. It is possible for an individual to display reasonably low levels of 
job satisfaction but perceive themselves to be highly successful ie. have a high level of 
subjective success. The subjective success variable is similar to self evaluated success 
as discussed in Betz and Fitzgerald (1987). Subjective success will depend on a v i^riety 
of factors including the degree to which the individual has achieved their personal 
goals, how they perceive themselves relative to their peers and the importance of work 
in their lifestyle. For more details on the concept of subjective success and the 
development of the scale to measure it see Chapter 6. 
Relationships Contained in the Core Model 
The hypothesised relationships between the five major variables discussed in the 
preceding section are shown in Figure 4.4. 
Figure 4.4. Basic career model. 
^EMPLOYMEN 
AGE 
I 
CAREER 
TYPE 
I 
VOCATIONAL 
AGE 
OBJECTIVE 
SUCCESS 
I 
SUBJECTIVE 
SUCCESS 
Relationships Between Input Variables 
Although the main focus of the model is on the relationship between the input 
variables and the output variables, there is expected to be a certain amount of interaction 
between the variables on either side of the model. Specifically, on the input side there 
will be a strong interaction between employment age and career type as well as between 
vocational age and career type. Much of this interaction can be directly attributed to the 
definitions of the different career types which are, in part, based on length of time in 
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the workforce and/or occupation, (see Table 4.1 for definitions) Table 4.2 outlines the 
expected average vocational and employment ages of the different career types. 
Table 4.2. Expected levels of employment and vocational age according to career type 
Career Type Average Employment Age Average Vocational Age 
Linear 
Steady 
Static 
Intermpted 
Migratory 
Spiral 
High 
High 
Moderate/High 
Low/Moderate 
Moderate/High 
Moderate/High 
High 
High 
Moderate/High 
Low/Moderate 
Low/Moderate 
Low/Moderate 
Those who follow an intermpted career pattem are expected to have consistently 
lower employment ages, or labour force experience, than those who do not. The main 
group of employees to have extended career interruptions are married women who take 
time out of the labour force for child bearing and rearing. Based on historical data 
Young (1987) estimates that, on average, female workers in Australia have career 
intermptions of 10 to 12 years before retuming to the labour force in middle age. Not 
all women experience interrupted careers. In a study by Keating and Jeffrey (1983), 
only a minority of single women (23%) were found to have had a career interruption 
for any reason with a majority (55%) following a stable, orderly career pattern similar 
to the "typical" male pattem (Perlmutter and Hall, 1992). This leads to the first 
hypothesis of the core model. 
H:l Career type and employment age will be strongly related 
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The interrelationships which exist between career type and vocational age are also 
largely due to definition. Vocational age is expected to influence career type more than 
employment age. This is because all career types, with the exception of the intertupted 
career, assume continuous attachment to the labour force. To differentiate between 
them changes or alternative routes taken in career paths are accounted for in terms of 
vocational age or time in a specific profession. 
Those who follow a linear, steady or static career all start and end their careers 
within the same occupation or type of occupation although their employing 
organisation will vary between types. Consequently all will have relatively high 
vocational ages (Kane, 1986; Pietrofesa and Splete, 1975). Spiral and migratory 
careerists, on the other hand, while having a long term and consistent involvement with 
the labour force (ie. a high employment age) will tend have relatively low vocational 
ages. This is because both of these career types are characterised by a history of job 
changes as the employee seeks either greater job satisfaction or improved economic 
circumstances (Kane, 1986). Finally, the vocational age of those who follow 
intermpted careers is expected to be moderate to low. The effect of the intemiptions is 
expected to be similar for both vocational and employment age as there is no reason to 
suggest that career interruptions will necessarily result in occupational change on re-
entry to the labour force. Consequentiy, the second hypothesised relationship in the 
core model can be expressed as follows: 
H:2 Career type and vocational age will be strongly related. 
Relationships Between the Output Variables 
On the output side of the model, objective success is expected to have an influence 
on subjective success but subjective success is expected to have no apparent effect on 
objective success. The reason for this is that objective success is an externally 
imposed measure of value while subjective success is the individual's internal 
assessment of themselves relative to their achievements. Regardless of how high a level 
of subjective success a person has, it is not directiy observable and therefore cannot be 
used by anyone other than the person concerned as a means of measuring 
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achievements. Consequently it cannot be used as a direct factor in or prerequisite for 
promotion. Although this specific relationship has not been explored within the career 
literature, the related issue of the effect of objective success and self esteem has. High 
levels of objective achievement or success have been consistentiy found to be closely 
related to high levels of self esteem (Rosen, 1989). Also there is considerable evidence 
to support the proposition that extrinsic rewards in a job can directly impact on general 
job satisfaction and the perceived value of intrinsic rewards (Bardwick, 1986; Freeman, 
1990; Hewitt Associates, 1991; Northcutt, 1991). The hypothesis derived from this is 
as follows. 
H:3 The level of objective success achieved will have a positive influence on 
subjective success. 
Relationships Between the Input and Output Variables 
The preceding discussion was based on the expected relationships within each of 
the input and output sides of the proposed model. In terms of the expected 
relationships between the input and output sides of the model, both employment age 
and vocational age are expected to impact on objective success for similar reasons. If 
an individual has substantial work experience, particularly if that work experience is in 
the same or a related field to the one in which they are now working, it would be 
expected that they would achieve greater objective success than a person with limited 
experience. The expectation that more experience will result in higher levels of 
objective success is supported in the literature in the findings of previous studies. 
Rummery (1989), for example, calculated that 40% of the difference in male and female 
wages can be attributed to the lower labour market experience (employment age) of 
females. Other studies which support the proposition that lower levels of work 
experience will result in lower levels of success include those by Shorten and Lewis 
(1991), Stewart and Greenhalgh (1984) and Cox (1984). 
The hypotheses based on the labour force experience/objective success 
relationship are: 
H:4 There will be strong positive relationship between employment age and 
objective success; and 
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H:5 There will be a positive relationship between vocational age and 
objective success. 
The relationship between vocational age and objective success is expected to be 
weaker than that between employment age and objective success for two main reasons. 
First, many people change occupations at some stage in their working life without 
decreasing their level of success and second, progression in certain occupational areas 
often requires a move from an active role in the profession to an administrative role 
(Osipow, 1983: Maclean & McKenzie, 1991). 
Objective success is also expected to vary according to career type. By definition, 
those who follow static careers, maintaining near entry level positions throughout their 
working lives, will have a relatively low level of objective success. Steady and linear 
careerists with their high levels of continuity within their profession or organisation 
combined with implied high employment and vocational ages would tend to achieve a 
relatively high level of objective success. This hypothesis is consistent with traditional 
views as to what constitutes an "ideal" career (Kanchier and Unmh, 1989). Migratory 
and spiral careers are not expected to have a consistent influence on objective success 
because they can be pursued by people at all levels of skill and achievement (Kane, 
1986). Finally, the extent to which an interrupted career affects success depends 
substantially on how long the interruption was for and whether or not the person 
concerned is returning to work in a similar area or has undergone further training and 
is re-starting work in a different field. The relationship between career interruptions 
and objective success is expected to be negative overall in that the longer the 
intemiptions are, the less likely the person concemed is to be objectively successful 
(Stewart and Greenhalgh, 1984). Thus the following hypotheses are derived for this 
part of the model: 
H:6 Career type will influence objective success; 
H:6a Those who follow a linear or steady career pattem will have a 
relatively high level of objective success; 
H:6b Those who follow an intermpted or static career pattem will have a 
relatively low level of objective success; 
H:6c There will be no consistent pattem of objective success for those who 
follow static, spiral or migratory career pattems. 
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In terms of the influence of career type on subjective success it would be 
expected that spiral careerists would exhibit a high level of subjective success given that 
their main motivation for occupational change is to further develop their interests and 
abilities. Similarly, migratory careerists should exhibit a reasonably high level of 
subjective success given their mobility and capacity to change jobs according to 
opportunities and rewards. The behaviour patterns displayed by those with steady, 
static or intermpted careers, ie. those who are following "traditional" male and female 
career pattems, suggest no consistent expectation of a particular level of subjective 
success. Finally, the subjective success levels reported by those engaged in linear 
careers are difficult to predict and will depend in part on whether or not the individual 
concemed feels that they are "on time" in their career development. Those who feel 
that they are being left behind and who have not reached their expected level of 
objective success at a given age would tend to report a low level of subjective success 
while those who are "on time" or ahead of their expected schedule of career 
progression would tend to report a high level (Bardwick, 1986; Hansen, 1977; Kane, 
1986; Zunker, 1990). 
The hypothesised relationships between career type and subjective success are: 
H:7 Career type will have a moderate influence on subjective success; 
H:7a Those who follow a migratory or spiral career will have a moderate to 
high level of subjective success; 
H:7b There will be no consistent level of subjective success amongst those 
who follow a steady, linear, intermpted or static career. 
Expanded Model of Career Outcomes 
Definition of Variables 
The five variable core model of career outUned is purely work related. It is also 
non-age and non-gender specific. Each of the variables in the model, however, will be 
influenced by additional external variables. In the expanded model proposed, there are 
six influencers: gender, chronological age, and four education related variables - level 
of education, relevance of education, timing of education and age at professional 
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graduation. The reason for choosing these particular variables as additional influencers 
is that all, with the exception of allocation a degree of relevance to the respondents 
qualifications, are able to be measured objectively. By maximising the number of 
objectively measurable variables, it is possible to minimise the subjective effects of 
respondent and researcher bias. The expected impact of each of the expanded model 
variables is as follows. 
Gender 
Studies in both Australia and overseas on the outcomes of women's careers and 
success invariably conclude that women are significantly less well paid than men [see 
for example, Northcutt (1991), Freeman (1990), Stewart and Greenhalgh (1984), 
Shorten and Lewis (1991), Stevenson (1988) and Weiner and Gunderson (1990)]. 
Rather than include gender as a direct influence on objective success, that is imply that 
being male inevitably will ensure a greater level of objective success than being female, 
the gender variable is included as an indirect influence which is moderated through the 
major influencers employment age, vocational age and career type. The expected 
impact of gender on core model variables is given in Figure 4.5. 
Figure 45. Expected impact of gender on core model variables. 
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Gender and Employment Age 
Studies have consistently shown that women tend to have significandy lower levels 
of labour force attachment than men. This is primarily due to the conflicting needs of 
family responsibilities. Traditionally, women who have children have taken some time 
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out of the labour force particularly when those children are below school age. 
Although the negative relationship between female labour force participation and 
marriage/child rearing is weakening, it was predominant throughout the 1950s, 1960s 
and 1970s (Wilkie, 1988). Given the age of women in this study this Unk is expected 
to be quite strong. A consistent, negative relationship has been found in a variety of 
studies between gender and length of time in the labour force (Wilkie, 1988; Betz & 
Fitzgerald, 1987; Shaw, 1986). The International Labour Organisation estimates that 
while average gross working years for women in the 1950s was approximately 20 
years, this increased to 26 years by 1985 and is expected to further increase to 33 years 
by 2000. In comparison with males, the increased gross working years of women 
combined with a decline in the labour force attachment of men, particularly at older 
ages, has reduced the average difference between male and female gross working years 
from 31 years in the 1950s to 18 in 1985. If current trends continue the average 
difference will decline to only 10 years by 2000 (Nuss, 1989). Gross working years 
in the model developed here are the variable, employment age. 
Differences in the number of years of labour force experience have been found to 
significantly contribute to the lower wage levels of women as compared to men (Boms, 
Parnes, Sandell & Seidman, 1988). In the Australian situation. Shorten and Lewis 
(1991) have calculated that each year of non-participation in the labour force results in 
a decline in wages of between .6 and 1.1% (Shorten & Lewis, 1991). Similarly 
Rummery (1989) calculated that 40% of the difference in average male and female 
wages can be attributed to the lower labour market experience of females. Overseas 
studies with similar findings include those by Stewart and Greenhalgh (1984), Cox 
(1984) and Mincer and Ofek (1982). The hypothesis arising from this is that 
H:8 Gender will influence employment age with women tending to 
experience relatively low employment ages 
Gender and Vocational Age 
A specific aspect of labour force experience is time spent in a particular 
profession. In this study this experience is referred to as vocational age. There is 
expected to be a clear negative relationship between gender and vocational age, that is, 
women are expected to have lower vocational ages than men. A key reason for this is 
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expected to be the restrictive practice of the marriage bar. The marriage bar, a 
regulation in place in the Queensland public service until the late 1960s, required that 
all women resign from their permanent positions on marriage. Although some women 
were then re-employed on a casual basis, this regulation effectively prevented married 
women from having an upwardly mobile career within the Queensland Department of 
Education or any other public service organisation (Limerick, 1991). Given that the 
Queensland Department of Education is the main employer of teachers, the existence of 
the marriage bar would have effectively excluded married female teachers from 
practising their profession. This leads to the following hypothesis 
H:9 Gender will influence vocational age with women experiencing 
relatively low vocational ages 
Gender and Career Type 
From the above discussion it is clear that women tend to have more interruptions 
to their careers and consequently do not usually follow long term continuous careers in 
a single profession. Women's careers, therefore, do not follow the same patterns as 
men's careers. Hypothesis 10 states that 
H: 10 Gender will influence career type. 
Specifically it is expected that more women experience intermpted careers while men 
will be more likely to follow the linear, steady and static career pattems, all of which 
rely on long term, continuous attachment to the labour force. 
Chronological Age 
Chronological age, as defined in Chapter 3, is simply the number of years a person 
has been alive (Barak and Schiffman, 1981). It has been included as an indirect 
variable on career outcomes because it is expected to impact on the experience vmables 
employment and vocational age. It is also expected to have a direct impact on 
subjective success, (see Figure 4.6) 
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Figure 4.6. Expected impact of chronological age on core model variables. 
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Chronological Age and Employment Age 
Chronological age would be expected to impact on employment age simply 
because younger staff will not have had the same number of years in the workforce 
available to them to build up a high employment age when compared with older 
employees. Even within the defined sample, there is the potential for those at the upper 
age limit (65) to have up to 20 years additional experience when compared to those at 
the lower limit (45 years). This leads to the hypothesis that 
H: 11 Chronological age will influence employment age. 
Chronological Age and Vocational Age 
For the same reasons, chronological age is also expected to impact on vocational 
age. The relationship, however, is not expected to be as strong because of the effects 
of mid-career changes. Hypothesis 12 states that 
H: 12 Chronological age will influence vocational age. 
Chronological Age and Subjective Success 
Chronological age is expected to have a positive influence on subjective success 
given that a number of other studies have shown that on average work satisfaction 
increases with age (Doering, Rhodes & Schuster, 1983; Snyder & Dietrich, 1992). 
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There is however, some debate as to why older employees tend to have a higher level of 
job satisfaction than younger employees. One major reason given in the literature is 
simply that they tend to be more senior to younger employees and hold better paying, 
higher status positions (Kalleberg & Losocco, 1983). Although job satisfaction and 
subjective success differ conceptually, no studies were found in the literature which 
measured the association between age and how successful employees perceived 
themselves to be. Based on the available related evidence the following hypothesis was 
formed. 
H: 13 Chronological age will influence the level of subjective success 
experienced by the individual with older employees displaying a 
higher level of subjective success than younger employees 
Education 
Betz and Fitzgerald claim that "it is probably difficult to overestimate the 
importance of education to career development and achievement" (Betz & Fitzgerald 
1987: 53). Although the importance of education is emphasised in a range of 
empirical studies, it is not explicitly incorporated into career development theory. 
Mitchell and Krumboltz (1984), for example, while discussing the importance of 
learning to career choice and development, do not define leaming in terms of formal 
education. Similarly Holland (1985) discusses the need for different personality types 
to pursue careers in compatible environments, Super (1990) includes such variables as 
interests, abilities and aptitudes and Tiedeman and MiUer-Tiedeman (1984) emphasise 
individual responsibility in vocational development. None of these aspects of the 
theories, however, discuss the role of formal education in achieving these aims. 
Education is too broad to be considered a single variable. For the purposes of this 
model it has been divided into four separate variables, each of which is expected to 
independently impact on the core model variables. The first of these is the level of 
achievement This refers simply to the highest level of educational qualification gained 
by the person in question and is, therefore, objectively measurable. Next is educational 
relevance which refers to the extent to which the individual perceives the content of their 
qualification(s) to be directly relevant to their current position. Educational relevance is 
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the only additional variable which is subjective. The third and fourth educational 
concepts are timing of education which refers to how recendy the qualification(s) have 
been gained and educational age which refers to how old the individual concerned was 
when they graduated with their "professional" qualification. Professional qualifications 
are any qualifications which are a prerequisite for working in a specific occupation, eg. 
an accountancy qualification or a teaching diploma. 
Formal qualifications serve three purposes. First they provide the graduate with a 
specific body of knowledge and specialised skills. Second, the completion of formal 
educational qualifications is perceived by many employers to be indicative of desirable 
work related attitudes such as perseverance and working to deadlines. Third, for many 
professions, specific tertiary qualifications are required before a person can register and 
practice in that profession (London, 1973). In this study it is expected that a relatively 
high proportion of respondents will have tertiary qualifications because of the number 
of teachers involved. To be eligible for registration as a teacher in Queensland, it is 
necessary to hold a recognised teaching qualification, such as a Diploma of Education, 
from a tertiary institution (Queensland Department of Education, 1989). The impact of 
the combined education based variables on the core model variables is shown in Figure 
4.7. 
Figure 4.7. Expected impact of education on core model variables. 
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Education Level and Objective Success 
Many studies have linked the possession of post school qualifications to higher 
levels of salary and prestige, particularly for women. For example see Betz and 
Fitzgerald (1987), Covennan (1988) and Wolfson (1976). The extent to which fonnal 
qualifications influence the success of an individual will depend, in part, on the value 
which the employing organisation places on formal qualifications (Souerwine, 1978). 
Intuitively it is expected that the Queensland Department of Education, from which the 
sample to test this model is drawn, would place relatively high value on formal 
qualifications. It is expected, therefore, that the level of education achieved will have a 
positive effect on objective success. Hypothesis 14 states that 
H:14 The level of education achieved by the individual will influence their 
objective success with a high level of education corresponding to a high 
level of objective success 
Educational Relevance and Objective Success 
Not only the level but the relevance of the qualifications held would be expected to 
have a positive impact on objective success. More value is placed on higher 
qualifications which are directly relevant to the employment situation that the 
possession of higher level qualifications per se (Souerwine, 1978). The hypothesis 
which arises from this is that 
H: 15 The relevance of the educational qualifications held by the individual 
will have an influence objective success 
Timing of Education and Vocational Age 
Like gender, the timing of education is expected to impact on objective success 
indirectiy when moderated through vocational age. If the person in question gained 
professional qualifications directiy after leaving school then they will have had more 
years available to them to increase their vocational age when compared to someone who 
has returned to study at a later date and only recently qualified. This leads to 
Hypothesis 16 which states that 
H:16 The timing of education will influence vocational age. 
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It is impcrtant to note that education timing will also have an indirect influence on 
the other core model variable influenced by vocational age, career type. This is because 
the timing of initial study for entry into a profession will determine whether or not the 
individual concerned can be considered to following, for example, a linear career, ie. 
they obtained their professional qualification at a young age and have steadily 
progressed upwards in that profession over a long period, or a spiral or migratory 
career, ie. they obtained their professional qualification at a later age either to take 
advantage of opportunities in a particular field or to fulfil a personal desire or ambition 
to work in a specific field such as nursing or teaching. 
Age of Graduation and Vocational Age 
For the same reasons as those outlined above, age at graduation is expected to have 
a direct impact on vocational age and therefore, an indirect effect on both objective 
success and career type. The younger a person is at the time they graduate with their 
professional qualifications the more time they have available in which to gain 
experience in that profession. Hypothesis 17 states that 
H: 17 The age at which a person gains their professional qualifications will 
influence vocational age. 
By combining the above relationships between the variables, the following model 
of career experiences and outcomes emerges (Figure 4.8). At the centre of the model is 
the basic model of career outlined in Figure 4.4. The expanded model shows the 
impact of the new variables on the core model. 
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Figure 4.8. Expanded model of career. 
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Summary 
In summary, the main relationships hypothesised in the model are between the five 
core elements: employment age, vocational age, career type, objective success, and 
subjective success. Career type and employment age will be strongly correlated as will 
career type and vocational age. This is because the allocation of an individual into a 
specific career type is partly based on their employment and vocational ages. Career 
type is also expected to be a major influence on both subjective and objective success. 
As well as influencing career type, a strong positive correlation between employment 
age and objective success is expected meaning that those people with a high 
employment age would, on average, also have a higher level of objective success. 
Similarly, people with a high vocational age would tend to have a higher level of 
objective success. Finally, objective success is expected to influence subjective success 
to the extent that the person concemed is satisfied that the objective level which they 
have reached in their career is appropriate to their talents, aspirations and career stage. 
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When the model is expanded to take chronological age, gender and education into 
account, the following additional major relationships would be expected. First, 
chronological age, while not acting as a predictive variable of objective success, is 
expected to be positively correlated with employment age which is an identified 
influence on objective success. Chronological age is also expected to be a positive 
influence on subjective success, due to older workers tending on average to display 
higher levels of work satisfaction. 
It is also expected that gender will influence both the pattern a person's career 
takes as well as their employment and vocational ages. The expected relationships, 
based on a combination of average labour force experience and societal expectations, is 
that gender would primarily impact on these other variables where the person 
concemed is both female and has children. 
In terms of the overall concept of education, the component variables education-
timing, education-age, education-level and education-relevance are expected to form the 
following relationships. The age at which a person receives their education and the 
recency of their qualification will only impact directiy on their vocational age while the 
level of education achieved and the relevance of the qualifications for the position held 
by the individual will influence their overall objective success. 
In order to verify both the core model and the expanded model, specific career data 
on a reasonably large number of people is required. This information was collected 
using a mail out survey as outlined in the following chapter on methodology. 
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CHAPTER 5. METHODOLOGY 
Before the model developed in Chapter 4 could be tested, an appropriate 
methodology had to be determined. Four studies were conducted to test the 
hypotheses contained in the model and to examine issues arising out of the research. 
Studies 1 and 2 were conducted prior to the testing of the model. Study 1 was 
concemed with developing an appropriate scale to measure the subjective success 
variable. Study 2 was a pilot study to test the overaU questionnaire. Study 3 was a 
survey of Queensland Department of Education employees and Study 4 consisted of 
foUow up interviews which further examined issues arising out of the testing of the 
model. These studies employed both qualitative and quantitative techniques. This 
chapter outiines and justifies the methodologies used in each of the four studies. 
Quantitative vs Qualitative Methods 
Both quantitative and qualitative research methods were used in this research. 
Although quantitative methods dominated research in the social sciences during the 
1960's and 1970's, recendy greater recognition has been given to the value of quahtative 
research techniques (McCracken, 1988; Walker, 1985). By considering these 
approaches as being complementary and taking a multi-method approach, a fuller 
understanding of research issues can be reached (Brewer & Hunter, 1989). 
Quantitative research methods are attractive to social scientists because they 
provide a logical stmcture and the means by which researchers can precisely define 
variables and measure their relationships with one anotiier. Quantitative research 
studies are also able to be easily replicated and allow the researcher to generalise 
beyond the sample to the wider research population (Bryman, 1989). Despite the 
advantages of quantitative research methods they have the following disadvantages. 
First, the data must be operationalised in a numerical format. Second, while complex 
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relationships between variables can be measured precisely, tiie reasons why these occur 
are not always clear from the data. Third, studies based purely on quantitative methods 
involve a high risk of measurement error (Brewer & Hunter, 1989). 
Altiiough quahtative research mediods can give more detailed, in-depth mformation 
about the complex interrelationships between variables than quantitative methods they 
have the foUowing limitations. First, the definition and measurement of concepts is less 
precise. This leads to problems in replication. WhUe it is relatively easy to repUcate a 
quantitative based study, for example by administering identical questionnaires, 
quahtative research has an intuitive component which makes studies difficult to 
reproduce exactiy in different settings. Second, the interpretation of data wiU mevitably 
be influenced by the researcher's perspective and tiiird, in the case of direct contact, for 
example in interviews, the researcher may influence the behavioiu of the respondents 
(Bogdan & Taylor, 1975; Bryman, 1989; Jones, 1985). If qualitative researchers 
acknowledge these sources of potential bias and take steps to minimise them, quahtative 
research methods can be extremely valuable in the social sciences. 
McCracken (1988) identifies four major differences between the quantitative and 
quahtative approaches. The first of these concems the different treatment of analytical 
categories. WhUe quantitative researchers endeavour to isolate and precisely define 
variables prior to research, quahtative researchers expect that definitions may change 
during the process of research. In many cases, the goal of quahtative research is 
simply to isolate and define variables for later measurement in quantitative studies. 
Second, quantitative research tends to focus on narrowly defined relationships between 
a limited set of variables while qualitative methods allow for broader, more complex 
pattems of interrelationships to emerge from the research. From the respondent's 
perspective quantitative based research usually elicits rapid responses to "easy-to-
answer" questions. Qualitative research on die other hand typically asks broader, 
"open-ended" questions which tend to elicit less precise and sometimes ambiguous 
responses. The fourth major difference concerns the selection of respondents. 
Samples in quantitative studies are statistically determined to reflect the wider 
Chapter 5 112 
population and usually are fairly large. Qualitative research tends to rely on much 
smaller numbers of respondents who are questioned in-depth about a number of 
issues. 
These differences highlight the complementary nature of quantitative and 
qualitative research methodologies. That is, the strengths of one approach tend to 
minimise the limitations of the other when used in conjunction. A combination of 
quantitative and quahtative methods can be used at each stage of the research project or 
altematively, one or the other may predominate at a particular stage. For example, 
qualitative research may be used to help interpret and qualify empirically determined 
relationships (WaUcer, 1 9 8 ^ 
Four Studies 
To measure and test the model which was developed from issues raised in the 
hterature (see Chapter 4), a series of four studies was conducted using both quahtative 
and quantitative methods. The four studies were: (Study 1) a study to develop the 
subjective success scale; (Study 2) a pUot study; (Study 3) a maU out self completion 
survey; and, (Study 4) follow up in-depth interviews with Queensland Department of 
Education personnel. 
Study 1 focussed on the development of the subjective success scale. Three 
separate tests of the scale were undertaken in order to verify its validity and reliability 
as a test instrument (see Chapter 6 for details). 
The purpose of Study 2 was first, to test a trial questionnaire and receive feedback 
from participants as to the clarity of the questions and ease of filling in the form and 
second, to ensure that the questions asked were measuring the appropriate variables in 
a usable manner. Details of the results of the pUot study are given in Chapter 7. The 
importance of Study 2 is as a precursor to the development of the final questionnaire 
used m the main study. 
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To coUect the necessary data to test the model for those in the 45 years and over 
age group a mail out using a self completion questionnaire survey was conducted. In 
Study 3 a total of 628 survey packages were posted to the Queensland Department of 
Education employees aged 45 years and over including teachers, adminisd-ators and 
support personnel. 
Study 4 was undertaken to clarify and further mvestigate some of the issues raised 
after the analysis of the Study 3 data. To expand on the quantitative findings of the 
model in light of employee experience a qualitative research design was employed. 
SpecificaUy, interviews were conducted with 30 Departmental personnel. 
Questionnaires 
In considering options for the survey, mail out questionnaires have the following 
advantages. They are low cost, have geographic flexibUity, lack of interviewer bias and 
answers tend to be more vaUd than in other forms of research because participants are 
able to verify information from other sources or records before responding (Zikmund, 
1991). 
In this research, the mail out questionnaire was used for the following reasons. 
First, as discussed later in this chapter, the Queensland Department of Education is a 
large, geographically dispersed organisation. Second, the limitations of the current 
computer personnel system at the Queensland Department of Education meant that it 
was not possible to precisely identify where target employees were located. Third, the 
Department expressed a desire for participants not to be pressiued into taking part in 
the study and for them to remain anonymous. Given these restrictions, the mail out 
questionnaire technique was considered the most appropriate. 
The major disadvantage of mail questionnaires is their relatively low response rate 
when compared with other forms of research. When the response rate is low, the 
results of the survey will be biased if the respondents differ significandy on salient 
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features from the non-respondents (Kanuk & Berenson, 1975). Various techniques are 
recommended to increase questionnaire response rates including follow-ups, the 
inclusion of retum postage, personalisation and cover letters. To maximise the 
response rate for this survey the foUowing techniques were used. A stamped addressed 
envelope was included with each questionnaire to facUitate retums. Stamped envelopes 
were used m preference to business reply paid envelopes as the former tend to result in 
higher response rates (Harris & Guffey, 1978). A personalised letter addressed to the 
principal, director or coordinator concemed was sent with each set of questionnaire 
packages and within each package an explanatory cover letter addressed to the 
respondent was included. The most effective technique for increasing mail siu^ey 
response rates as identified by Kanuk and Berenson (1975) is to follow-up non-
responses either by telephone or by letter. This technique could not be used in this 
research due to the confidentiality restrictions placed on the research by the 
Queensland Department of Education. Individual respondents could not be identified 
so it was not possible to determine who had retumed the questionnaire and who had 
not 
The questionnaire used in the final study was the result of a process of 
discussions and trials aimed at ensuring first, that the questionnaire was easy to 
understand and complete and second, to ensure that the questionnaire provided 
adequate information in a usable form so that appropriate analyses could be carried out. 
Prior to developing the questionnaire, informal discussions were held with 
employees within the Queensland Department of Education, some of whom were 
teachers and others who were involved in the administration. To assist in the 
formulation of the questions these discussions centred on two issues. First, the 
purpose of the survey was discussed and second, the main variables from the model 
were outUned. Overall, those who assisted in these discussions felt that the variables 
identified were important but also identified fiuther issues which they felt may impact 
on career outcomes. These issues, for example the Departmental system of 
transferring teachers as well as the perceived benefits accrued from undertaking a 
Chapter 5 115 
period of country service, tended to be organisation specific. Although these 
discussions added to tiie understanding of the operation of the Queensland Department 
of Education, the additional factors identified were not incorporated into the model. 
This is because the stated intention of the study is to develop a model of career 
outcomes which, altiiough tested on Queensland Department of Education employees, 
is not so bound by unique organisational factors that it cannot be modified for use in 
other organisations. 
The physical format was based on questionnau-es previously conducted in the 
Department, In particular, the wording and format for comparable questions such as 
those dealing with demographic variables were based heavily on those used to provide 
data for the Career Opportunities for Teachers in the Queensland Department of 
Education Report (1991), WhUe this report addresses some of the issues which are of 
interest in this study, the focus was specificaUy on gender issues within the Queensland 
Department of Education and on the apparently limited opportunities traditionally 
avaUable to women within the organisation (Limerick, 1991). 
The process of developing the main questionnaire for use in Study 3 involved the 
outcomes of both Studies 1 and 2. Specifically, Study 1 developed the subjective 
success scale which was used to measure the core model variable, subjective success. 
Study 3 was a pUot study of the full questionnaire. As a result of feedback from 
participants in Study 3 several modifications were made to the questionnaire to make it 
simpler to complete. 
Study 1 - Subjective Success Scale 
Study 1 concentrated on the development of one part of the questionnaire, the 
subjective success scale, OveraU three testings of tiie proposed scales were carried out 
using different sample groups. The samples used in Study 1 were drawn on a 
convenience basis from the following organisations: the Brisbane City Council, the 
State Library and die Queensland Department of Transport, These organisations were 
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chosen because they are organisationally similar to the Queensland Department of 
Education in tiiat aU are merit based, govemment bodies. 
The subjective success scale forms part of the set of attitude statements contained 
in Section 2 of the final questionnaire. Full details of the process of developing the 
scale are given in Chapter 6. Study 1 is important in the development of the final 
questionnaire because the set of attitude statements it contains form the whole of 
Section 2. 
Study 2 - PUot Study Questionnaire 
A pUot study was conducted to test Study 3 questionnaire. The purpose of Study 
2 was to check the questionnaire for face vahdity and ensure that aU variables were able 
to be measured effectively. The sample used for the pilot study again was selected on a 
convenience basis from public sector, merit based organisations, in this case the 
Queensland Department of Education, Queensland Department of Health and the 
Queensland Department of Employment, Vocational Education and Training. 
A copy of the pilot study questionnaire is given in Appendix 5.1 and consists of 
three sections. Section 1 concentrates on the individual's career and work experience. It 
requires respondents to answer five questions and fill in Table 1. This table outiines 
respondents' work history including position held, type of work undertaken, whether 
the position was full-time or part-time, the organisation worked for and the dates 
between which the respondent held the position in question. Section 2 was titled 
"Work Satisfaction" and consists of 20 statements to responded to on a five point 
Likert type scale. This section contains the scale to measure subjective success as weU 
as the statements needed to aUocate respondents mto migratory and spuul career types. 
Finally, Section 3 asks for background information on the respondent including age, 
gender, marital status and educational background. 
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Criticisms and Comments 
There were two major sources of criticism directed at tiie pilot study questionnaire. 
FUst, die tables format was considered intimidating in terms of size and tiie amount of 
information requested. Table 1 was seen as requiring too much detail, some of which 
could not be remembered by respondents. Where original volunteers could not 
remember the mformation asked for, they tended not to retum the questionnaire unless 
reminded through follow ups. Due to the limitations placed on contact with members 
of the Queensland Department of Education and tiie request to maintain anonymity, 
this would not be possible in the final study and so altematives to Table 1 were devised. 
Table 2 was considered to be a problem mainly due to its size (the whole last page of 
the questionnaire) as few respondents had more tiian one or two qualifications. 
The tabular format was valuable from a research perspective as, when properly 
completed, the table provided detailed information regarding the individual's career 
experiences and qualifications. Using this format the researcher was responsible for 
determinmg vocational and employment ages rather than relying on self reporting on 
the part of the respondent. Although this format is preferable from a research 
perspective, resistance to the tables led to changes in the final study questionnaire. 
A second criticism regarding the pilot questionnaire concemed the attitude 
statements. The comments here refer to those attitude statements not contained in the 
subjective success scale which is discussed in detail in Chapter 6. Some respondents 
recognised that several of the statements were very similar and felt that the scale was 
being used to somehow "tiick" them. Also, a few of the respondents felt that the 
statements could have been more easily answered on a "yes" or "no" basis and resented 
having to give an opinion in the "strongly agree" to "strongly disagree" format. 
Other minor suggestions were made regarding the wording of questions and 
suggestions were made for the inclusion of fiuther information, for example whether or 
not the respondent is currentiy studymg. 
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Study 3 - Main Survey 
As referred to in the context of Studies 1 and 2, the main survey was conducted 
with employees of the Queensland Department of Education. The Queensland 
Department of Education is the State public service department responsible for the 
education of Queensland children at the preschool, primary and secondary school 
levels. The Department was considered to be a suitable base from which to draw the 
sample for five reasons. These reasons are interrelated and mainly concem the 
Department's organisational stmcture. 
First, the large size of the Department in terms of the number of employees 
combined with the variety of work available meant that the sample should consist of a 
diverse range of employees with a wide range of career experiences. The Queensland 
Department of Education employs approximately 48,000 people not only in teaching 
but it also m a wide range of administrative and support roles, for example, educational 
administrators, accountants, research officers, speech therapists, ground staff and 
cleaners. The diversity of employment opportunities within the Department means that 
the sample base is not vocation specific. 
Second, the Queensland Department of Education has a clearly defined stmcture 
with a system of job classification that is comparable across sections. All jobs within 
the public service are given a job classification number. Although there are several 
different scales including the administrative officer scale, tiie professional officer scale, 
the technical officer scale, teacher classifications and the senior executive service (SES), 
the classifications are comparable across scales, across sections within the Department 
and across departments within the public service. Staff members with a particular 
classification, regardless of which area within tiie Department they are employed in or 
the specific type of work they are doing, will usually have comparable levels of 
responsibUity. Consequently, it becomes possible to allocate relatively stable measures 
of objective success to different occupational groups. 
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Third, promotion within the Department operates on a merit basis. Seniority 
ceased to be a factor which could explicitiy be used m the promotional process in tiie 
Queensland Public Service foUowing the reforms of the Savage Report (1985). Prior 
to this time, if two candidates for a position were considered to be equally competent, 
then the candidate with the greater level of seniority was chosen. Seniority in this 
instance was measured as the number of years of employment within the Department. 
Now all promotions are decided solely on the basis of how suited the individual is to 
the position as outiined in the relevant job description and duties statement. The 
advantage to using an organisation which operates on a merit based system is that the 
influence of extraneous variables on career success, such as socioeconomic status and 
parental occupation, are minimised. 
Fourth, due to ongoing reforms in the Queensland Pubhc Service it is possible to 
enter the Department in a position at any level of responsibility. Employees in pubUc 
service organisations are no longer isolated from outside competition. Although no 
figures are currentiy avaUable, tiiis move was intended to lead an mcrease in the number 
of lateral appointments. Consequently, those employed in the Department are more 
lUcely to have a wider range of experience in a variety of organisations than was the 
case of public servants twenty years ago. 
Fifth, the Department offers employees several distinct career path options, some 
based on teaching, some on administration and some on a combination of both. In 
view of the expected increase in lateral appointments, the diversity of career pattems 
identified should have mcreased in recent years. 
Size and Structure of the Queensland Department of Education 
Of the 48,000 staff employed by the Department, approximately 33,000 are 
teachers while the remaining 15,000 are employed in support positions. At present, 
there are four separate personnel computer systems each dealing with a different type 
of staff. Each of these systems has different capabUities in terms of the output 
generated. Consequently, it was not possible to obtain accurate information regarding 
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the total number or the distiibution of staff relevant to tiiis smdy. The main imphcation 
of the inadequacies of the Queensland Department of Education's personnel system for 
this study is that it was not possible to accurately identify how many employees would 
be eUgible to participate m this study or where these personnel were located. 
The current stmcture of the Queensland Department of Education is shown in 
Appendix 5.4 and consists of Central Office, the regional offices, support centres and 
schools (Queensland Department of Education, 1992). The functions of the sections 
located in central office vary considerably and include accounting, commercial 
pubUshing operations, curriculum development and human resource management 
There are eleven regional offices which cover the state of Queensland (see map, 
Appendix 5.5). The main functions of the regional offices are to co-ordinate the 
development and delivery of educational programs to the schools, provide educational 
leadership and services, monitor the operational efficiencies of educational facilities 
within the region and ensure effective community involvement in the region's 
operations (Queensland Department of Education, 1992). 
School support centres are located throughout the state and provide support for 
local schools by: improving teaching and leaming in schools; identifying special 
needs; interpreting and implementing poUcy initiatives from the central and regional 
offices; linking with other schools, support cend-es and regional office; providing staff 
development; participating in systemic initiatives and general problem resolution 
(Queensland Department of Education, 1992). 
FinaUy, the schools are responsible for the actual deUvery of educational materials 
to the student group. Education in Queensland consists of three integrated stages: pre-
compulsory, compulsory and post-compulsory. To accommodate these stages the 
Department administers four types of school: preschool, primary, secondary and 
special (See Appendix 5.6). On a regional basis the breakdown of teachers overaU 
according to school type is given m Table 5.1. 
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Table 5.1. Teachers employed by region 
Cend-al Office 
Sunshine Coast 
Metropolitan West 
Meti-opolitan East 
Darhng Downs 
South Westem 
Wide Bay 
Capricomia 
Nortiiem 
North Westem 
Peninsula 
South Coast 
Total 
Preschool 
10 
143 
179 
176 
101 
41 
119 
158 
88 
43 
147 
134 
1,339 
Special 
8 
267 
446 
705 
164 
41 
174 
236 
195 
51 
145 
291 
2,723 
Primary 
59 
1,887 
2,335 
2,280 
991 
342 
1,191 
1,641 
1,055 
340 
1,183 
2,069 
15,373 
Secondary 
130 
1,502 
1,748 
2,218 
790 
241 
997 
1,313 
859 
268 
944 
1,662 
12,672 
Total 
207 
3,799 
4,708 
5,379 
2,046 
665 
2,481 
3,348 
2,197 
702 
2,419 
4,156 
32,107 
Sample Selection 
From figures provided by the Department, it was determined that approximately 
20% of teachers within the Department were aged 45 years or over (see Table 5.2). 
Figures regarding the age breakdown by section were unavailable due to the hmitations 
of the personnel systems. It was, tiierefore, assumed that this percentage would be 
constant throughout tiie Department. 
While all employees aged 45 years and over formed the basis of the sample, 
geographically, it was decided to confine the sample to the Brisbane Med-opohtan area. 
The decision to confine the sample in this way was made for three reasons. First, the 
population of Queensland is concend-ated in the Soutii East comer of the state and 
particularly m the Brisbane meti-opohtan area. Second, there are difficulties involved in 
communicating witii some of the more remote schools and third, given that many of the 
small schools in the more remote regions employ only two or three teachers, it was 
anticipated that many would not employ any staff over the age of 45 years . 
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Table 5.2. Number of teachers by age group (excluding teachers on secondment) 
Age Number Cumulative Percent Cumulative 
Number Percent 
<25 4,194 4,194 13.8 13.8 
25-29 5,307 9,504 17.4 31.2 
30-34 4,925 14,429 16.2 47.4 
35-39 5,300 19,729 17.4 64.8 
40-44 4,498 24,227 14.8 79.6 
Subtotal <45 24,227 79.6 
45-49 3,181 27,408 10.5 90.1 
50-54 2,237 29,645 7.3 97.4 
55-59 634 30,279 2.1 99.5 
60-64 146 30,425 0.5 100.0 
Subtotal >45 6,198 20.4 
Total 30,425 100.0 
This reduced the number of regions involved in the study from 11 to 2, 
Metropolitan East and Metropolitan West. These two regions are, however, the two 
largest regions in the Department due to tiie concentration of population and schools in 
the metropolitan region and include Central Office. For detailed maps of the 
Metropolitan East and Med^opolitan West regions see see Appendix 5.7. 
Based on the figures provided by the Department, approximately 511 people are 
currently employed in Central Office, 4,480 in Metropolitan West and 5,057 in 
Metropolitan East This effectively reduces the overall population size of the 
Department for the purposes of this study to 10,048 and the target population to 
approximately 2,009 (ie. 20% of the total population). 
Stratified sampling was used to determine the sample to which the questionnaire 
was to be sent. Stratification involves the division of the relevant population into 
subgroups from which separate selections are made. Stratification is useful in 
improving the representativeness of the final sample (Warwick & Linmger, 1975). 
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Divisions in this study were made according to school versus non-school staff. 
Non-school staff consisted of those people employed in the Regional Offices, Central 
Office and the School Support Centi-es while school staff consisted of all personnel 
employed in schools in tiie Metropolitan East and MetropoUtan West regions. School 
staff include not only teachers but also support personnel such as school based 
administrators. 
Stiratified random sampling was considered to be the most appropriate method of 
sample selection. In a stratified random sample the population is divided into sub 
populations (strata) from which simple random samples are drawn (Loether & 
McTavish, 1974). In this study the population is Queensland Department of Education 
employees aged 45 years and over, while the strata are based on the regional 
organisational units, Metropolitan East, Metropolitan West and Central/Regional 
Office. It was further decided to use a proportional stratified sample. In proportional 
stratified samples the number of sampling units (respondents) drawn from each 
stratum (organisational urut) is in proportion to the relative population size of the 
sti-atiim (Zikmund, 1991). 
Proportional random samples are most often used where the population is 
reasonably equaUy divided between strata. In populations where the population is 
unequally represented, it is usually more appropriate to use a disproportionate stratified 
sample (Loether & McTavish, 1974). In this case it was decided to retain the 
proportional stratified sampUng method because, although tiie Central/Regional Office 
group were all administrators, the Meti°opoUtan East and Metropolitan West samples 
were not made up exclusively of teachers but also included large numbers of 
educational administrators and other support personnel. By retaming the proportionate 
approach, Central/Regional Office staff were guaranteed some input Also as the 
purpose of the study was not to compare the relative careers of school based and 
Central/Regional Office staff, the relatively low numbers of the latter do not pose any 
particular problems in the data analysis. 
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On a proportional basis. Central and Regional Office staff account for 
approximately 5% of the total population, MetropoUtan West approximately 45% and 
Metropolitan East the remainmg 50%. In determining die number of questionnaires to 
send, it was further assumed tiiat the response rate would be in the region of 50%. The 
total number of questionnaires sent was 628, forty of which were sent to Central 
Office. The number of questionnaires distributed to the different Directorates varied 
between one and ten and was based on the number of staff employed in each. A 
further five questionnaires were sent to the staff in each of tiie two regional offices. To 
aUow for personnel from the School Support Centres to participate in the study, and 
taking into account the lack of information concerning staff numbers, two 
questionnaires were sent to each of the 14 centres. 
Although the Schools Directory gives information on teaching staff numbers for 
each school campus, it does not separate the numbers of preschool, special education 
unit and primary school staff nor does it indicate the number of non-teaching staff on 
each campus. Based on the earher quoted proportion of teaching to non-teaching staff 
being 33,000 to 15,000, an assumption of one non-teacher staff member for every three 
teachers was made to determine total staff numbers on any given campus. The ratio of 
3:1 is used rather than 2:1 to take into account those non-teaching staff who are 
employed in locations other than schools eg. Regional Office or School Support 
Centres. 
The selection of schools in each region was made on a random basis. Using a list 
of the schools contained in each region, those to be included in the study were chosen 
using a random numbers table until the number of staff required for the sample had 
been reached. A total of 25 primary schools, 8 secondary schools and 10 special 
schools were approached in the Metropolitan West Region while 28 primary, 10 
secondary and 16 special schools were approached in the Metropolitan East Region. 
OveraU, 255 questionnaires were sent to schools in the Metropolitan West Region and 
295 to schools in Metropolitan East. For a summary of the sample requirements see 
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Appendix 5.8 and for details conceming the schools involved in Study 3 and the 
number of questionnaires sent to each see Appendix 5.9. 
Study 3 Questionnaire 
Although the pilot study questionnaire formed the basis of the final study 
questionnaire the following changes were made as a result of the Study 2 criticisms. 
Table 1 was replaced with six specific questions. The decision to remove Table 1 was 
made on the basis that if those approached in the final study sample had the same 
difficulties as those in the pUot study sample, the response rate for the final study 
would be significantly reduced. A decision was made to trade off the value of the 
additional information contained in the table for an increased response rate and, 
therefore, more rehable and vaUd results. 
A copy of the pUot study questionnaire is contained in Appendix 5.1 and a copy of 
the Study 3 questionnaire in Appendix 5.2. As discussed Table 1 was replaced in the 
final questionnaire with six specific questions. These are questions 3, 4,7, 8, 9 and 10 
in Section 1 which are as foUows: 
How many different jobs have you had since entering the workforce? 
How many different organisations have you worked for since entering the 
workforce? 
In total, how many years have you been employed on a fuU-time basis during 
your working Ufe? 
How many years have you been employed on a part-time basis? 
In total, how many years have you been employed on a full-time basis in the type 
of job you now have eg. teaching, administration, nursing? 
How many years have you been employed on a part-time basis in the type of job 
you now have eg. teaching, administration, nursing? 
Table 2 was retained in Section 3 but modified in terms of length and the amount 
of information required. The removal of the additional information from Table 2, 
meant that the measurement of educational relevance also had to be changed The value 
of education in terms of its relevance in the final study is determined by the self 
reporting and perceptions of the respondents. This differs from the pilot study 
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situation where the researcher allocated scores for educational relevance based on a 
predetermined scale (see Chapter 7). In the modified survey the measurement of self 
assessed educational relevance was determined by the level of agreement with 
Statement 16, Section 2: 
I find that my educational quahfications are very relevant to my current job 
Objective success in the pilot study was measured according to the smgle criterion 
of salary. In the final study, it was expanded to include two additional measures, job 
tide and job classification. Job titie refers to the name of the position held, for example, 
manager, director, research officer. AU positions in the Queensland Pubhc Service have 
a classification level which is comparable across departments. These altemative 
definitions of objective success allowed the relationships between significant variables 
and objective success to be measured to see if they are consistent when success is 
measured in other than strictly financial terms. For more details see the 
operationahsation of variables later in tiiis chapter. 
Section 2 of the questionnaire was substantially re-worked following the pilot 
study. The measurement of subjective success, as discussed, was dialled using two 
different scales. A detailed discussion of the development and testing of each 
subjective success scale is given in Chapter 6. The otiier statements in Section 2 refer to 
educational relevance and career type. 
In the final questionnaire the statements relating to tiie different career types were 
as foUows: 
Spiral Career Type 
I find my job very interesting 
Financial reward is less important to me than job satisfaction 
I have changed jobs in the past because I was bored with my current position 
I am able to use my skiUs and abihties to the fuU in my job 
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Migratory Career Type 
I would be prepared to move to another town or city if I was offered a better paid 
job there 
I would not work in a job that was less well paid even if I enjoyed it more than 
my current position 
My main mterest in work is the pay 
I am prepared to change jobs regularly to increase my overall career prospects 
Static Career Type 
I have no plans for promotion 
I believe I wUl be working in this type of job for the rest of my working life 
I have always worked in tiiis type of job 
These statements cannot be considered to be scales. Instead, they are used to 
clarify cases where a respondent's work history makes the allocation of a specific 
career type difficult This is primarily the case for those who have had a relatively large 
number of jobs and whose motivation for changing positions needs to be determined 
before allocating them to either the spiral or migratory career types. Once these 
changes in content, as weU as some minor changes in style and layout, were carried out, 
the new version of the questionnaire was shown to pilot study participants for their 
comments. With the removal of the tables the volunteers felt that the questionnaire 
seemed more "friendly" and easier to answer despite the fact that they were still asked 
for basically the same information. Also, those who had felt "tricked" by the simUarity 
of the attitude statements found the new scale and statements to be clearer and felt that 
they would be happier responding to the second set of statements. Overall it was 
agreed tiiat the new format was clearer and easier to understand 
Operationalisation of Model Variables - Stiuiy 3 
From the quantitative perspective before any model can be tested or the 
experiences of the individuals involved in any study documented, each of the variables 
must be operationalised in terms of the information available from the data collected. 
The Study 3 survey data is used to test the core and expanded models of career 
outcomes developed in Chapter 4. The core model consists of two broad types of 
variables, input variables and output variables. The mput side of the model is 
operationaUsed by three variables employment age, vocational age and career type. For 
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both employment age and vocational age two measures are calculated, tiie overaU "age" 
and the "effective" age. The output side of the model consists of two measures of 
success, objective success and subjective success. These variables are operationalised 
as foUows. (See Appendix 5.2 for the specific questions referred to in the discussion.) 
Input Variables 
Employment age (EA): employment age refers to the total number of years that a 
person has been employed in any paid position in the workforce. It is calculated by 
adding the results of questions 7 and 8 in Section 1. The final result is a single number 
continuous measure expressed in years. 
Effective employment age (EEA): effective employment age differs from 
employment age in that whUe the former refers to the number of years chronologically 
that a person has been employed, effective employment age aUows for periods of part-
time employment. An assumption of half time employment is made in cases where the 
respondent indicates the number of years that they have held positions on a part-time 
basis. This means that if a respondent worked part-time for 10 years and full-time for 
4, they would have an employment age of 14 but an effective employment age of only 9 
years. Effective employment age is calculated by adding the result of Question 7, 
Section 1 and half the result of Question 8, Section 1. Again it is a single number 
continuous measure expressed m terms of years. 
Vocational age (VA): vocational age is simUar to employment age and refers to the 
total number of years a person has been employed in their current profession. It is 
calculated by adding the results of questions 9 and 10 in Section 1. The final result is a 
single number continuous measure expressed in terms of years. 
Effective vocational age (EVA): effective vocational age is operationalised using the 
same principles as effective employment age. It is calculated by adding the result of 
Question 9, Section 1 and half the result of Question 10. It is a single number 
continuous measure expressed in years. 
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Career type (CT): a nomuial classification from 1 to 6 which is allocated based on 
the information contamed in Sections 1 and 2. Career type is aUocated according to the 
researcher's judgment rather than depending on the respondent choosing the career 
type which they feel best suits their experience. Wliile the decision to categorise 
individual respondents into a specific career type is subjective, by foUowing the 
guidehnes listed below, errors and bias should be miniinised. To check for rehabUity 
two researchers independentiy allocated both a career type, and for those classified in 
the initial phase as having an intermpted career, an altemative career type. OveraU there 
was a high level of agreement between the researchers. Only three cases presented 
difficulty. Two of these were unclear as to whether they best fitted the static or steady 
career type and one was a borderline spiral/migratory careerist. After discussion these 
differences were resolved. The classification system and guidelines can, therefore, be 
considered reUable and stable. 
The origin of the different career types and development of the typology is 
discussed in detail in Chapter 4. Questions which relate to the specific career types are 
as follows. 
Linear 
Linear careers are characterised by early entry into a profession and organisation with a 
steady upwards progress. A person with a linear career would be expected to have a 
low response to Question 3, Section 1; an answer of one or two for Question 4, Section 
1; yes for Question 5, Section 1; and a high response to Question 9, Section 1, 
Steady 
Those with steady careers undertake a period of study prior to entering a life long 
occupation although not necessarily within the same organisation, A person who 
followed a linear career would be expected to have a low to moderate response to 
Question 3, Section 1; response of more than two for Question 4, Section 1; yes for 
Question 5, Section 1; and a high response to Question 9, Section 1, 
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Static 
Static careerists enter the workforce in a specific occupation and stay in that occupation 
at approximately the same level indefinitely. Those with a static career would be 
expected to have a response of one or two to questions 3 and 4, Section 1; yes for 
Question 5, Section 1; a high response to Question 9, Section 1; and a response of 
four or five for questions 5,15, and 17, Section 2. 
Interrupted 
Intermpted careers are characterised by an initial period of fuU-time paid employment, 
an extended break from the workforce, followed by a return to work at a later date. In 
this study an intermpted career was considered to be one in which the respondent had 
either a five year continuous break or several smaller breaks adding to a total of seven 
years. A respondent with an intermpted career would answer "no" to Question 5, 
Section 1 and give a response greater than five to Question 6, Section 1. For reported 
breaks of seven years verification is given by consulting part two of Question 5 to see 
when and for how long intermptions occurred. Those who answered "no" to Question 
5, Section 1 but less than five for Question 6, Section 1 were allocated into an 
appropriate altemative career type. 
Migratory 
People with migratory careers change jobs regularly in response to economic 
circumstance, rewards and die work tiiat is avaUable. Migratory careerists would have a 
high response to Question 3, Section 1; a moderate to high response to Question 4, 
Section 1; and responses of four or five to questions 3, 8, 13 and 14, Section 2. 
Spiral 
Spiral careerists also change jobs regularly but do so to seek opportunities to develop 
and use their various interests and abilities. Those who follow a spiral career would 
have a high response to Question 3, Section 1; a moderate to high response to Question 
4, Section 1; and responses of four or five to questions 1,7, 12 and 18, Section 2, 
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Career Patterns within the Queensland Department of Education 
The most common career paths followed by staff within the Department are as 
foUows: 
1. employees who enter the Department as teachers and remain in 
teaching positions throughout their career, 
2. employees who enter the Department as administrators and remain in 
adiTiinistt-ation throughout dieir careers; 
3. employees who enter the Department as teachers and then move 
into administrative/pohcy positions usuaUy in Central Office; 
4. teaching staff who undertake primarily adminisQ-ative roles eg. 
principals or deputy principals; and 
5. teaching staff who spend one or more extended periods in 
administrative positions on secondment or as Education Officers 
(Special Duties). 
Although the above represent the most common career path options avaUable to 
employees within the Department, variations on these do occur. For example, a 
classroom teacher may spend several distinct periods in administrative positions before 
retuming to classroom teaching. It is also possible for administrators to move into 
teaching roles if they undertake the prerequisite training. These variations will not 
affect the study, however, as the model is based on allocating individuals to career 
pattems, not career paths. 
The typology of career pattems to be used in the study was outiined in the 
definition of the model in Chapter 4 and operationalised earlier in this chapter. As 
emphasised in Chapter 4, these definitions are non-gender, non-age and non-
organisation specific. 
Allocation into categories such as these always involves a certain degree of 
subjectivity, however, by strictiy adhering to the guidelines outUned this subjectivity has 
been minimised. In the practical application of these categories to the teaching 
profession, principals were aUocated either a hnear career if they had been employed 
only by the Queensland Department of Education or a steady career if they had been 
employed by several educational authorities. Although there are several levels of 
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differentiation amongst teachers, staff who entered teaching and have remained in 
teaching were aUocated a static career. In general tiiese higher level teaching tities such 
as Head of Department or Advanced SkiUs Teacher involve minimal additional financial 
compensation for the individual. These higher teaching positions while impacting on 
the individual's objective success in measures 1 and 2, do not have a significant effect m 
terms of objective success measure 3, salary. 
Linking the major career path options available in the Department with the career 
pattems outlined in the typology it can be seen that options one and two, those who 
enter the Department as teachers and remain in teaching and those who enter the 
Department as administrators and remain in administration throughout their careers, 
most closely resemble the static career type. The only exception to this general mie 
was those who, having entered at a relatively low level in the administrative arm of the 
organisation, have now achieved moderate to high success. These people were 
aUocated a linear career type as were those who entered the Department early in their 
careers as teachers and who now occupy the position of Principal or Deputy Principal. 
Those who move into different areas either within the Department, or who have held 
several different positions in several different organisations are allocated a migratory or 
spiral career depending on the motivation behind such moves. The motivating factors, 
as previously discussed, are measured according to the levels of agreement or 
disagreement with tiie identified statements in Section 2 of the questionnaire. 
Objective success (OS): three separate measures are employed in the 
operationalisation of this concept. Each measure is given a rating of 1 to 14 and the 
final value is based on an aggregate of these scores. Although sdictiy speaking the 
measures of objective success are all ordinal level variables, they will be treated as 
interval level data for the purposes of analysis for the reasons outiined in Chapter 7 
(Labovitz, 1970; O'Brien, 1979; Cramer, 1990). 
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Objective success measure 1 (OSl) is based on the titie of a person's position and 
is determined by Question 1, Section 1. Job tities witiiin an organisation tend to denote 
similar levels of responsibility and prestige. Given tiiat the entu-e sample used in the 
main sttidy (Study 3) was drawn from a single organisation, job titie was considered to 
be a useful indicator of success. In the teaching profession die differences between the 
salaries paid for different levels of achievement are relatively smaU. Consequentiy it is 
possible for someone to be recognised as a higher level teacher, for example an 
Advanced SkUls Teacher, but have an income which faUs witiiin the same range as that 
of a standard classroom teacher. 
The second measure of objective success used is that of job classification. 
Objective success measure 2 (0S2) is determined by Question 2, Section 1. All 
positions within the Queensland Public Service have a specific classification. These 
classifications make it possible to compare the levels of responsibUity and achievement 
of staff across different departments and across different sections within a single 
department Like job tities, classifications are a more sensitive measure of success than 
salary in that, due to the the division of the salary scale into levels encompassing 
between $5,000 and $15,000 in a single step, it is possible to have a lower level of 
classification but to be on the same salary level as someone who has a much higher 
classification. 
Each aUocated value for job titie and classification was determined after examining 
several Queensland Govemment Gazettes which provide a listing of all vacancies and 
recentiy filled positions in the Queensland Public Service. These Ustings include 
details of the title, classification and salary level for each position. Based on this 
information separate ordered Usts for job tities and job classifications were developed 
(see Appendix 5.3). Job titles which are approximately equivalent in terms of prestige, 
responsibUity and remuneration are grouped together on each level of the coded scale. 
Similarly, the different classification scales operating in the Department are 
amalgamated into a smgle scale. 
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Objective success measure 3 (0S3) is based on the respondent's salary and is 
determined from Question 11, Section 1. The coded value of salary level is taken 
directiy from the questionnau-e. 
In summary, three measures of objective success have been operationaUsed for the 
purposes of analysing the data coUected in die survey. These are: 
1. OSl - position titie 
2. 0S2 - State pubhc service job classification 
3. 0S3 - salary level 
Subjective success (SS): a single number value on a 1 to 5 point scale which is 
calculated by taking the mean of a six item measure of satisfaction with job success. 
The six items take the form of statements regarding the individual's satisfaction witii the 
level of "success" they have achieved. Responses to these statements are measured on 
a five point Liken type scale which ranges from "strongly disagree" with a value of 1 to 
"strongly agree" with a value of 5. Consequently, the closer the subjective success 
measure is to 5, the higher the level of satisfaction with achievement experienced. The 
specific items involved are questions 2, 4, 6, 9, 10 and 11 contained in Section 2. More 
detaUs on the development constmction and content of the scale are given in Chapter 6. 
Expanded Model Variables 
The expanded model of career outcomes also includes the additional variables of 
gender, marital status and chronological age as well as the educational variables of 
education-age, education-timing, education-relevance and education-level. For details 
on these variables and the justification for their inclusion in tiie model see Chapter 4. 
Most of these variables are operationalised from the information contained in Section 
3. Specifically, die following questions are important in providing a value for each of 
these variables. 
Chronological age (CA): calculated from year of birth as given in Question 1, 
Section 3 and expressed in years. 
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Gender (GENDER): a nominal variable taken directiy from Question 2, Section 3 
Marital status (MS): a nominal variable taken directiy from Question 3, Section 3 
Education timing (ETFTC): education timing refers to the length of time since die 
respondent completed their fuU-time continuous education, ie how long it has been 
since they finished school or, in cases where the respondent went straight from school 
to tertiary education, finished college or university. It is calculated by subtracting the 
year given in Question 6, Section 3 from the cmrent year and is expressed in terms of 
years. 
Education timing (EDTIM): EDTIM refers to the number of years which have 
elapsed since the respondent completed any professional qualification which is either 
needed, or highly desirable, for them to enter tiieir professional field. The value for 
education timing variables is determined from the information contained in Table 1, 
Section 3. The year of relevant graduation is subOi-acted from tiie cmrent year. 
Education level (EDLEV): a nominal variable based on the response to Question 5, 
Section 3 and confirmed by consulting Table 1, Section 3. 
Education age (EDAGE): the age at which the respondent either gained their 
professional quaUfication or, if they have no additional qualifications, the age at which 
they completed theu* education. This is calculated by subtracting the year of birth 
(Question 1, Section 3) fi-om the final year of continuous fuU-time education (Question 
6, Section 3) or year of professional qualification graduation (from Table 1, Section 3). 
Education relevance (EDREL): a single number measure of between 1 and 5 based 
on the response to Statement 16, Section 2. This is a subjective measure which reflects 
the extent to which the individual believes their educational quahfications are directiy 
relevant to tiieir job. 
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Study 4 - In-depth Interviews 
To further explore the relationships between tiie variables measured in the model, 
in-depth interviews were conducted with a sample of Queensland Department of 
Education employees. In-depth interviews are a major tool in quahtative research. One 
of their most valuable contributions to research is tiieir abUity to uncover a wide range 
of responses, some of which would not have been anticipated by the researcher 
(Merton, Fiske & Kendall, 1990). For example, while the Study 3 questionnaire was 
able to calculate on a predetermined scale how successful a respondent felt an mterview 
can elicit a detailed response as to which aspects of work and reward give the greatest 
satisfaction and feehngs of success. 
A key issue to be resolved prior to conducting interviews is tiie extent to which the 
interview should be stmctured The style of interview can range from the unstmctured 
through to the survey interview (Jones, 1985). In an unstmctured or non-directive 
interview minimal guidance is given by the researcher allowing the subject 
considerable latitude. While this style of interview has the advantage of allowing the 
interviewee's thought processes to be uncovered, the interview can lose direction and 
become difficult to analyse. At the other extreme is the survey or quantitative interview 
in which the researcher controls the direction and agenda through the use of a detaUed 
Ust of preset questions. A major problem with this style of interview is that it negates 
many of the advantages of the qualitative methodology in uncovering unexpected 
relationships because the interviewer has predetermined what is important and relevant 
to the research (McCracken, 1988; Merton, Fiske & KendaU, 1970). 
A compromise style is the semi-stmctured interview which aUows for detaUed and 
unstmctured responses from subjects but aUows the researcher to maintain control over 
the direction of the interview. To achieve this a broad sd^cture for the interview is 
predetermined, however, the questions asked are open-ended and non-directive. 
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One means of retaining overaU duection of the interview is through the use of a 
questionnaire. A questionnaire, within the context of an interview, has four main 
functions according to McCracken (1988). First, it provides a checklist to ensure that 
all aspects of the research are covered for all interviewees. WTien conducting research 
based interviews, it is important tiiat participants are encouraged to distance themselves 
from ideas or situations which they curtentiy take for granted. This can be achieved 
through tiie use of prompts in the interview. Providing prompts to maintain distance is 
a second major use of questionnaires in interviews. ThUd, the questionnaire helps 
estabhsh die direction and scope of the interview and fourth, it aUows the researcher to 
give full attention to the respondent during the course of the interview (McCracken, 
1988). 
A semi-stmctured interview format was chosen for Study 4 in this project. This 
approach was considered most appropriate because the aim of the interviews was to 
expand on and develop a greater understanding of some of the issues which emerged 
from the survey. 
Sample Selection - Study 4 
A sample of 30 employees was chosen for Study 4 which consisted of 14 males 
and 16 females. Both office based and school based staff were approached to take part 
in the interviews to ensure that a range of positions and levels within the Department 
was represented. In the final sample for Study 4 the levels of office based staff 
represented ranged from administrative officer to Director with school based staff 
including classroom teachers through to principals. 
Interview Method 
Although there are few set mles for the process of conducting interviews, it is 
important for interviewers to maintain consistency and minimise interviewer bias, for 
example through the use of loaded questions or expressing disapproval. Jones (1985) 
advises giving respondents an outline of the research topic to improve the quaUty of 
data coUected, Otiier suggestions to improve the quahty and rehabUity of data coUected 
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include creating an atmosphere conducive to openness, recording interviews, probing, 
being non-evaluative and being reflective (Bogdan & Taylor, 1975). 
At the start of each Study 4 interview, the respondent was given a brief outhne as 
to the purpose of Study 4. As an introduction to relax participants prior to the main 
body of the interview, demographic detaUs were taken. AU participants were assured of 
the confidentiality of their responses and permission was asked to tape the interviews 
for transcription. Bias in the questioning was minimised through the use of a 
stmctured questionnaire. 
Content of Interview 
Although a number of findings from the quantitative analysis of the survey data 
could have been included in the Study 4 interviews, it was decided to concentrate on 
one major area. The topic chosen for discussion in the interviews related to gender 
differences in success, m particular subjective success. The questions used in the semi-
stmctured interviews are contained in Appendix 5.10. 
As outlined in Chapter 8, despite having demonstrably lower levels of objective 
success both overall and on each measure, women reported slightiy higher levels of 
subjective success than the men in the survey. Why this occurs is particularly 
interesting given that for both men and women a major influence on subjective success 
is objective success. This finding implies that there are gender differences in 
perception of success. A major theme of the interviews, therefore, was individual 
definitions of what success is and how it is perceived and measured. For further 
justification of the choice of topic for tiie interviews see Chapter 10. 
Summary 
This chapter outlined the methodology employed to test the model of career 
outcomes developed in Chapter 4. A series of four progressive studies was used which 
employed both quantitative and quahtative techniques. Study 1 developed the original 
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scale to measure subjective success. Study 2 was a pUot study which developed the 
questionnaire for use in the major study. Study 3 involved the large scale 
administration of a mail out survey while Study 4 followed up some of the issues to 
emerge from the findings of Study 3 through the use of m-depth mterviews. The next 
chapters discuss each of these studies m detaU. 
Chapter 6 140 
CHAPTER 6. STUDY 1: CONSTRUCTING THE SUBJECTIVE 
SUCCESS SCALE 
Subjective success is one of the outcome variables in the model and was developed 
specifically for use in this study. It refers not to how "successful" an individual is, but 
how successful they perceive themselves to be. Consequently, it is not a directly 
observable variable and cannot be extemally evaluated according to some predefined 
objective criteria. To measure subjective success a scale of success related attitudes 
was developed. This chapter outiines the content of the scale as well as the process of 
its development Before discussing the scale in any detail, however, the concept of 
subjective success is clearly defined, particularly in terms of its similarity to the related 
but different concept of work or job satisfaction. 
Job Satisfaction vs Subjective Success 
WhUe subjective success is conceptually simUar to job satisfaction in that both are 
work related attitudes, subjective success is a narrower concept focussing on the 
individual's perception of themselves in relation to their extemal measurable "success". 
Job satisfaction is a psychological state and is a central concept in the areas of 
industrial and organisational psychology. WTiile many definitions of job satisfaction 
have been advanced over the years, the foUowing tiiree can be considered representative: 
"Job satisfaction results from the perception that one's job fulfUs or 
aUows the fulfUment of one's important job values" (Henne & Locke, 
1985:222); 
"Job satisfaction may be defined as a pleasurable or positive emotional 
state resulting from the appraisal of one's job experiences" (MUton, 
Entrekin & Stening, 1984:159); and 
"Job satisfaction is an overaU attitude that people have toward their job" 
(Kalleberg & Losocco, 1983: 79) 
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Although the general term "job satisfaction" reflects an overall attitude to job 
experience, it is usually considered to be, and measured in terms of, a combination of 
attitiides towards specific aspects of tiie uidividual's work. These include: 
(a) tiie nature of the work itself ie. whether it is mteresting, personally 
relevant whether or not roles are clearly defined etc.; 
(b) pay, including not only tiie level but method of payment and the 
perceived equity/faimess of tiie pay system; 
(c) promotion, mcluding opportunities for promotion, basis for 
promotion and the perceived fairness of the promotion system; 
(d) recognition for individual efforts and accomphshments; 
(e) benefits such as sickness leave provisions, superannuation plans 
effi; 
(f) supervision including style, influence and human relations; 
(g) co-workers; 
(h) working conditions, referring mainly to physical working 
conditions such as location, temperature, hours, meal breaks and so on; 
and 
(i) the company and management in terms of their policies towards 
their employees and general management practices. 
(Doering, Rhodes & Schuster, 1983; Henne & Locke, 1985) 
While the above represent foci for determining job satisfaction, the main 
determinant as to whether or not an individual is satisfied with work seems to be the 
discrepancy between what their current experience and situation is, and what they 
believe it should be (Milton, Entrekin & Stening, 1984). According to Organ and 
Near (1985), this is largely due to the wording of many standard job satisfaction scales 
which explicitly encourage the individual to make comparative or relative judgments. 
A specific example cited is the Quality of Employment survey in which all items 
require a judgment to be made between what their actual job is and what respondents 
expected from the job. This is clearly demonstrated in the following discussion of 
Pond and Geyer's research. 
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Pond and Geyer (1991) undertook a study of 70 textile workers usuig a modified 
version of the Quahty of Employment scale of job satisfaction. The scale used in this 
research consisted of six items, each of which was measured on a five point scale. 
These items were: 
"(a) If you had to decide aU over again whetiier to take the job you now 
have, what would you decide? 
(1 = definitely not take die job, 5 = defmitely take the job) 
(b) If a friend asked if he/she should apply for a job like yours with 
your employer, what would you recommend? 
(1 = recommend not at aU, 5 = recommend strongly) 
(c) How does this job compare witii your ideal job? 
(1 = very far from ideal, 5 = very close to ideal) 
(d) How does your job measure up to the sort of job you wanted 
when you took it? 
(1 = not at aU like what I wanted, 5 = just like what I wanted) 
(e) AU things considered, how satisfied are you witii your cmrent 
job? 
(1 = not at all satisfied, 5 = completely satisfied); and 
(f) Ingeneral, how much do you like your job? 
(1 = not at all, 5 = a great deal)." 
(Pond & Geyer, 1991:254) 
To determine an overall job satisfaction score for each employee a mean of the 
responses to each of the above statements was taken. Two points should be noted 
about the above scale. First the tendency for scales to require relative responses is 
clearly demonstrated especially in items (c) and (d) and second, the scale concentrates 
on what is termed intrinsic job satisfaction, ie. job satisfaction which results from facets 
of the job not directiy conti-oUed by the employing organisation. Consequentiy, the 
scale is not company specific and can be used to measure the job satisfaction of 
employees in any organisation. 
Another instmment commonly used to measure job satisfaction is the Job 
Descriptive Index (JDI). The JDI measures both overall job satisfaction and 
individual facets including satisfaction with promotion opportunities, the work in 
general, pay, co-workers and supervision. Stumpf and Rabinowitz (1981) employed tiie 
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JDI to operationaUse and measure the concept of job satisfaction. With a sample of 
102 fuU-time business school faculty members only tiiose elements of the JDI which 
were considered most relevant to the type of work undertaken by academics were used 
in the study. These elements were those which related to satisfaction with work (a = 
.66), satisfaction with promotional opportunities (a = .90), satisfaction witii pay (a = 
.86) and satisfaction v^ dth co-workers (a = .91). 
Ronen (1978) also used the Job Descriptive Index in a study of the relationship 
between job seniority and job satisfaction. In this case the JDI was used to measure 
job facet satisfaction only while overall satisfaction was measured using the Brayfield-
Rothe Questionnaire. This instmment was developed m 1951 and consists of 18 items 
scored on a five point Likert type scale (Ronen, 1978). 
Shirom and Mazeh (1988) in measuring the relationship between seniority and job 
satisfaction amongst teachers in Israeli junior high schools combined seven items, aU 
gauged on a five point scale (1 "very dissatisfied" to 5 "very satisfied") to form an 
overall index of job satisfaction. The individual elements of the scale measured the 
respondent's satisfaction with theU salary, working hours, social status, pupil contact 
autonomy, opportunities for professional growth and opportunities for the 
implementation of educational goals. The index yielded a mean score of 3.4 with an 
alpha rehabUity of .78. 
Studies which have much less complex measures of job satisfaction include those 
used by Saiyadain (1985) and Fisher (1985). In Saiyadain, job satisfaction was 
operationahsed according to level of agreement witii the foUowing tiiree items: 
" (1) I am satisfied with my job. 
(2) I love to come to my job everyday. 
(3) AU things being equal, I wUl choose my present job again". 
Agreement was measured on a six point LUcert type scale ranging from (1) "strongly 
agree" to (6) "strongly disagree". Each of the three statements was found to be 
strongly intercorrelated with the others (Saiyadain 1985). 
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In Fisher (1985) 82 subjects were employed solely to complete word puzzles for 
two and half hours per day for three consecutive days. Two measures of job 
satisfaction were used and coUected daily. The first measured overall job satisfaction, 
while the second measured satisfaction with the task set. Both measures consisted of 
tiiree items and were as foUows: 
Measure 1 
"I am very sorry I ever took this job" 
"I am entu-ely satisfied witii this job" 
"Choose the statement which best describes how weU you like your job" 
(seven statements ranging from I love it to I hate it) 
Measure 2 
"There is something about solving these puzzles I find very appealing" 
"I would describe my time with the puzzles as a pleasant experience" 
"The puzzles could accurately be described as fun" 
The responses were made on a seven point Likert type scale and the coefficient alphas 
were measured at .81 and .88 respectively (Fisher, 1985). 
Many attempts have been made to measure the concept of job satisfaction, 
including those outhned above. Measures vary in terms of the type of questions asked, 
the number of items used in the scale and the reliability of the scales. The purpose of 
examining these studies was first, to show how job satisfaction has been measured by 
different researchers including how many or few items are regarded as necessary to 
measure this concept, and second, by detailing die types of mformation and statements 
used to measure job satisfaction, the conceptual difference between subjective success 
and job satisfaction is more clearly distinguishable. 
Subjective success, as defined in the introduction, refers to how successful the 
individual perceives themselves to be. WhUe the concept refers to a person's perception 
of themselves, it can be seen as being relative in that most people when deciding 
whether or not they have been successful are lUcely to compare themselves with their 
peers or against some predetermined standards or goals that they have set for 
themselves. The primary difference between job satisfaction and subjective success is 
that whUe die former measures how satisfied the individual is with work or their job in 
general, the latter measures how satisfied the person concemed is with how much tiiey 
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have achieved at work. It may be possible, tiierefore, to have a reasonably high level of 
job satisfaction while being dissatisfied with overall success. For example, while 
someone may enjoy teaching and the classroom environment and therefore would 
report a reasonably high level of job satisfaction, they may feel that with their 
experience and qualifications that they should have been promoted to a higher level 
position such as Deputy Principal and so report a relatively low level of subjective 
success. 
Development of tiie Subjective Success Scale 
Issues of Reliability and Validity 
Whenever a scale is used to measure a concept or variable which is not directly 
observable, it is important to ensure that the scale is reliable. Reliability has been 
defined in the literature as "the degree to which measures are free from ertor and 
therefore yield consistent results" (Peters, 1979). RehabUity relates first, to the extent 
to which measurement ertor is shght and second, to the extent to which measurements 
are repeatable (Nunnally 1978). Four basic methods can be used in the assessment 
ofthe rehabUity of measurement scales: the retest method, the altemative forms method, 
the spht halves method and the intemal consistency method (Carmines & Zeller, 1979). 
The test retest method measures temporal stability and is calculated by 
administering the same scale to the same group of people on two separate occasions 
(DeVellis, 1991). If the correlations between the two sets of scores are high, ie. 
approaching 1, the scale is assumed to be reliable (Rust & Golombok, 1989). 
Altiiough the retest method is simple to administer and intuitively appealing there are 
two major problems associated with i t First tiie administration of the initial test may 
sensitise individuals to tiie scale and influence tiieu- responses m the second testing and 
second, the phenomenon being measured may change between the administrations. For 
example if a pay rise is granted between administrations the overall attitude of the 
respondents towards job satisfaction may change. The retest method does not 
distinguish between real change and unreliabiUty (Bums & Harrison, 1979; Carmines 
& Zeller, 1979; DeVellis, 1991). A major consideration in using the retest method is 
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how much time should elapse between the initial testing and the retest. No set 
guidehnes are available, however, ideally the time period should be long enough to 
remove memory effects yet not so long that real change occurs (Crocker & Algina, 
1988). 
A second method of testing reliabihty is to use altemative, or parallel forms. This 
method is simUar to the retest metiiod, however, in the second testing an altemative 
form of the initial test is given rather than administering an identical test twice. The 
advantage to the altemate forms approach is that the problems associated with 
respondent memory are overcome (DeVUUs, 1991). It does not, however, overcome the 
second major problem of differentiating between real change and die unreUabUity of the 
measure (Carmines & ZeUer, 1979). 
WhUe the retest and altemative forms methods of testing reliability both require 
two administrations of a scale to a group of respondents, the split halves and intemal 
consistency methods can be conducted on a single occasion. In the split halves 
method the scale being tested is divided into equal sub-tests. Once scores have been 
obtained for each person the two halves are correlated to obtain an estimate of rehabUity 
(Anastasi, 1988). The main problem with using the split halves method is that different 
reliability scores may be calculated according to how the items are split (Zikmund, 
1988). 
A method which overcomes this problem is Cronbach's alpha. Cronbach's alpha 
assesses the intemal consistency of a scale by determining the mean reliability 
coefficient for all possible ways of spUtting the items and is the most commonly used 
method of determining the rehabUity of multi-item scales (Cockbum & deLuise, 1992; 
Peter, 1979). 
Although there is no definite agreement as to what is considered an "adequate" 
alpha value for research to be valid, Nunnally (1967) offers the foliowmg guidelines. 
For basic research he contends that an alpha value of .5 or .6 in the early stages 
indicates modest reliability while little is achieved by trying to increase the level to 
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beyond .8. In an applied setting, however, tiie reliabiUty of scales needs to be much 
higher witii a minimum alpha value of .9, preferably up to .95. The acceptable limits 
for a scale to be considered reliable in basic research such as is being undertaken here 
then range from .5 to .8. 
Closely related to tiie issue of rehabUity, is validity. A test is considered to be vahd 
if it measures what it is designed to measure (Anastasi, 1985). Different types of 
validity include face validity, criterion-related validity, content validity and constmct 
vahdity (Carmines & ZeUer, 1979; Rust & Golombok, 1989). 
Face validity is concemed with the acceptability of die test scale items and thefr 
appropriateness to the group being tested (Rust & Golombok, 1989). Considerations 
in face vahdity mclude the terminology and style used in the wording of test items. 
Criterion related validity refers to the extent to which an item or scale has an 
empuical association with some extemal standard (DeVeUis, 1991). This form of 
vahdity is important where the test user wishes to draw inferences from the test score. 
Carmines and Zeller (1979) differentiate between two types of criterion validity, 
concmrent and predictive. Conciurent vahdity is calculated by cortelating the measure 
against the criterion at a given pomt m time whUe predictive vaUdity refers to the extent 
to which test scores can predict the cortelation between scores and the criterion at some 
future point in time. Several problems have been identified with the use of criterion 
related validity including the identification of a suitable criterion measure, insufficient 
sample size, criterion contamination which occurs when those who have influence on 
the final criterion score have prior knowledge of the examinees predictor scores, 
restrictions on the range of values given for either the prediction or criterion measure 
and the reliabUity of both the predictor and criterion (Algina & Crocker, 1986). 
Content validity refers to the relationship between the content of die measure and 
the purpose for which it was designed and is usually determined using quahtative rather 
than quantitative methods (Rust & Golombok, 1989). The main ways of determining 
content vaUdity are through a thorough examination of the relevant Uterature to verify 
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the origms of the measurement items and the input of an mdependent panel of experts 
(Cannines & Zeller, 1979; Crocker & Algma, 1988). 
Constmct validity refers to the extent to which a test measures a theoretical 
constmct or trait and die extent to which it performs in accordance with theoretical 
expectations (Anastasi, 1988; Carmines & Zeller, 1979). Various methods can be used 
to measure content validity including factor analysis. If the scale items which were 
determined to be related on a theoretical basis cluster together in a common factor then 
they can be regarded as measuring the same consd-uct (Crocker & Algina, 1986). 
Both reliability and validity testing was carried out in the development of the 
subjective success scale used in this study. First, the intemal consistencies of the pilot 
and amended scales were calculated using Cronbach's alpha. Second, the temporal 
StabiUty of the amended scale was measured using the retest method. Third, feedback 
from volunteers contributed to the face vahdity of tiie scale. Fourth, the content vahdity 
of the scale was demonstrated by reference to the relevant literature combined with 
feedback from the pilot study and finally, a factor analysis was carried out to 
demonsttate constmct validity. Details of tiie results of each of these tests conducted to 
demonstrate reliabiUty and validity are given in the sections which follow. Criterion 
related validity was not considered appropriate in this study due to the lack of an 
existing subjective success test. 
Study 2 Testing ofthe Subjective Success Scale 
The first attempt to measure subjective success was undertaken as part of Study 2. 
Details are provided in Chapter 7. The job satisfaction scales in the studies discussed 
in the previous section all relied on respondents indicating a level of agreement or 
disagreement with a set of statements (Pond & Geyer, 1991; Stumpf & Rabinowitz, 
1981; Ronen, 1978; Saiyadan, 1985; Fisher, 1988). This approach was taken in the 
design of die subjective success scale. 
The number of response categories used in LUcert type scales varies considerably 
from study to study according to the degree of sensitivity required by the researcher. 
Chapter 6 149 
Although some argue that six or seven response categories are ideal, otiiers have shown 
that scales witii only three response categories are just as rehable (Green & Rao, 1970; 
Jacoby & Matell, 1971). In the subjective success scale used in this study five 
response categories were used ranging from (1) "sttongly disagree" to (5) "sti-ongly 
agree". It was decided to use five categories rather than six or seven because each value 
could then be allocated a specific meaning from the point of view of the respondent 
Consequentiy (1) represented "stiongly disagree", (2) "disagree", (3) "neither agree nor 
disagree", (4)" agree" and (5) "strongly agree". 
As outiined previously, the subjective success variable was developed specificaUy 
for use in this research. At present no other identical variables have been located in the 
existing literature. The closest concept discussed in the literature is that of self 
evaluated success (Fitzgerald & Betz, 1987). Although there is some discussion of 
potential influences on self evaluated success, for example peer comparisons, no scale 
for measuring this variable was given. Given that there are no existing scales which 
measure the concept of subjective success, in order to test the model proposed in 
Chapter 4 a unique scale of measurement had to be developed. This scale is partially 
derived from the related work satisfaction literature and some items of the scale are 
modified from existing scales. 
In some respects subjective success can be considered an aspect of overall job 
satisfaction in that it relates to satisfaction with a specific aspect of the job ie. level of 
objectively measurable success. Subjective success can therefore be interpreted as 
being the individual's satisfaction with the extrinsic rewards of work. Given that the 
newly developed variable of subjective success is not directly addressed m the hterature, 
the development of the scale items draws heavUy on die job satisfaction hterature. 
In the first testmg, a five item scale was used to measure subjective success. These 
questions formed part of Section 2 of the questionnaire (see Appendix 5.1) which 
consisted of 20 statements relating to subjective success, educational relevance and 
career type. Representing Statements 3, 10, 13, 14, 17 and 20, tiie items were well 
mixed with the other statements. The scale was not easily identifiable from the 
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perspective of the respondent which minimises bias arising from respondents 
attempting to answer the statements "cortectiy". 
Statement 1 of the pUot study scale gives an overall indication of die importance of 
work in the life of the respondent and is 
My job is very important to me 
In his review of future trends and issues in career development. Brown (1990) 
discusses the appropriateness of maintaining the centrality of work as the most sahent 
life role given the economic and social changes of the past two decades. Overall he 
concludes that as long as work dominates people's time, status and security it is 
difficult not to regard it as a central role, however, he does concede that the needs of 
many individuals cannot be fulfilled entirely in the workplace. The reason for 
including this broad statement of orientation was to give a general overview of how 
respondents perceive the role of work. It is expected that for those people for whom 
work satisfies most of their needs wiU have a fairly high level of subjective success. 
Statements 2 and 4 can be considered together, with Statement 4 being a reversal 
of Statement 2. These statements are: 
I am satisfied with how much 1 have achieved in my career (Statement 2) 
I do not think that I have achieved much at work [reverse score] (Statement 4) 
Both variables measure the respondent's attitude towards their level of achievement in 
the workplace. These two statements sum up the essence of the variable subjective 
success. Rusbutt and FarteU (1983) mclude a simUar item in theu- adaptation of Qumn 
and Shepherd's (1974) job satisfaction scale. The relevant item in tiiis instance is "All 
things considered, how satisfied are you with your curtent job? (1= 'not at all' 5 = 'a 
great deal')". 
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Statement 3 measures how satisfied the respondent is with tiieu" level of financial 
success and is 
I am happy with the amount that I am paid 
In the initial pUot study, financial success was used as tiie sole measure of objective 
success so Ul effect this statement is an altemative direct measure of subjective success. 
The inclusion of questions relating specifically to satisfaction with pay levels is 
common in job satisfaction scales (Pond & Geyer, 1991; Gould & Hawkins, 1978; 
Snyder & Diedich, 1992; KaUeberg & Loscocco, 1983). 
FmaUy, Statement 5: 
I would prefer to work in a different type of job 
shows how satisfied the respondent is with the type of work they are doing. Again 
there is precedent for including task related satisfaction into overall job satisfaction 
scales (Fisher, 1985; Organ & Near, 1985). Within the context of the related 
subjective success variable, this item was included because it was expected that those 
people who are satisfied witii their achievements are those who have achieved an earlier 
ambition to work m their curtent field. 
The construct subjective success was calculated by taking the mean of the 
responses to the five statements. The mean value of the subjective success for aU 
volunteers in the pilot study sample was 3.8 with values ranging from 2.8 to 5.0 and a 
standard deviation of .69. While Likert type scales are relatively simple to use and 
understand, problems can arise in interpreting what exactiy mean scores of the scale 
actually mean. It is possible in this case for two respondents to have very different 
views on individual items in the scale and yet have identical overaU scores on the scale 
(Zikmund, 1991). To make the average subjective success result more meaningful, the 
average score for each of the statements foUowing: 
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Mean 
(1) My job is very important to me 4.2 
(2) I am satisfied with how much I have achieved in my career 3.7 
(3) I am happy with tiie amount I am paid 3.4 
(4) I do not think that I have achieved much at work 4,1 
[results reversed] 
(5) I would prefer to work in a different type of job 3.4 
As can be seen from the above, the means for the individual components of the 
scale vary by up to .4 from the overaU average. Taken on individual cases, it is possible 
for a respondent with strong views on each item, ie. scoring mainly 1 or 5, to achieve 
the same overall rating as another respondent who responds mainly with 3s. To check 
for intemal consistency, Cronbach's alpha was used. The alpha reliabihty coefficient 
for the five item subjective success scale was calculated as being .67 which, although 
not high, falls within the .5 to .8 range previously cited as being acceptable for basic 
research. 
Testing a Second Scale of Subjective Success 
With an alpha of .67, the initial scale was only considered to be moderately 
reliable. For use in the research a more rehable scale was needed. Also, feedback from 
respondents indicated that changes were needed in the wording of some of the scale 
items. Consequently, it was decided to develop and test an altemative scale of 
subjective success. 
One of the main reasons behind conducting the pUot study was to obtain feedback 
from the respondents regarding the format and wording of the questionnaire. With 
respect to the items involved in the subjective success scale tiie only specific criticism to 
be raised was that respondents found Statements 2 and 4 confusing because they were 
too simUar in wording but reversed in meaning. 
The sample used to test the second subjective success scale was drawn from the 
Queensland Department of Transport. The Queensland Department of Transport, hke 
the Queensland Department of Education and the other organisations involved in this 
project is a public sector merit based organisation. The reason for choosing the 
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Queensland Department of Transport as the base from which to draw the second 
sample was tb&t no members of this Department were involved in tiie pilot study testing 
of tiie scale nor would tiiey be involved in the final study. Possible problems of bias in 
the fmal study due to respondent sensitisation to the scale were tiierefore avoided. 
Measurement scales can be made more rehable by mcreasing the number of items 
used to test the concept in question (Nunnally, 1978). The second subjective success 
scale tested consisted of six items, rather than five. Again it was concealed within a 
page of work related attitude statements. Statements 2, 4, 6, 9, 10 and 11 of the 
eighteen statements given in Appendix 6.1 relate directiy to subjective success. The six 
statements which comprised the subjective success scale were as foUows: 
(1) I am satisfied with how much I have achieved in my career so far 
(2) I beheve that I have achieved my potential in the work place 
(3) I am happy with the amount diat I am paid 
(4) I beheve that I should have achieved more in my career by now 
[reverse score] 
(5) I am happy doing the kind of work I do 
(6) I do not think that I have achieved much at work [reverse score] 
Three of the original statements from the pilot study scales were retained in the 
second scale tested. These were Statement 1 (pilot study Statement 2) Statement 3 
(pilot study Statement 3) and Statement 6 (pilot study Statement 4). A slight 
modification was made to Statement 2 in response to the criticism of the pilot scale. 
Statement 5 from the pilot study was modified mto a more positive Ught (see Statement 
5) and changed the focus of the response away from potential altemative jobs back to 
the respondent's cmrent position. The logic behind including these statements in the 
scale has already been discussed. 
The only statement to be eliminated entirely from tiie scale was pUot study 
Statement 1. This statement was deleted because after the initial testing and feedback it 
was considered too broad to be useful in measuring the respondent's current 
satisfaction with their level of achievement. Also it relates more to the intrinsic rather 
than extrinsic rewards of work. 
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In addition to the retained or modified statements from the pilot study two 
additional items (Statements 2 and 4) were mcluded. These statements both refer to the 
extent to which respondents feel they have achieved in the workplace overall and in 
their careers specifically. Although similar in approach, the statements differ in that 
Statement 2 is more inner directed while Statement 4 tends to be more outer directed 
and relative to other people. Kalleberg and Losocco (1983) refer in their study of job 
satisfaction to tiie idea of work salience which they explain as being die extent to which 
work is unportant for tiie achievement of life goals. These two statements buUd on this 
concept in relation to one specific goal, that of achieving extemally identifiable success 
at work. 
Given that the only portion of the questionnaUe that was of interest here was the 
subjective success scale there was no need to restrict the eligibility of the respondents 
on an age basis. In total, 30 volunteers responded to the test. 
The mean subjective success score for this sample was 2.9 with a standard 
deviation of .59. The minimum overall subjective success score in the second testing 
was 1.8 and the maximum 4.3. On an individual statement basis the mean scores were 
as foUows: 
Mean 
(1) I am satisfied with how much I have achieved in my career so far 3.1 
(2) I beheve that I have achieved my potential in the workplace 1.9 
(3) I am happy with the amount that I am paid 2.8 
(4) I believe that I should have achieved more in my career by now 3.1 
[reverse score] 
(5) I am happy doing the kind of work I do 3.0 
(6) I do not think that I have achieved much at work 3.9 
[reverse score] 
In the testing of the second scale, the alpha reliability coefficient was calculated as 
being .73 compared with the first scale's reliability of .67. This is not only within the 
acceptable limits for basic research but verges towards tiie upper rather than the lower 
end (Nunnally, 1978). 
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Retest ofthe Subjective Success Scale 
Having determined tiiat tiie second subjective success scale displays an acceptable 
level of intemal rehabUity, it was decided to test the scale for temporal stabUity. Usmg 
a third sample of public sector employees not involved in the final study, a retest 
rehabihty test was undertaken. The tests were administered at staff meetings two weeks 
apart and yielded the foUowmg results. 
Table 6.1. Retest of subjective success scale 
Statement 1 
Statement 2 
Statement 3 
Statement 4 
Statement 5 
Statement 6 
Testl 
Mean 
3.52 
2.45 
2.77 
3.32 
3.65 
4.07 
Test 2 
Mean 
3.97 
2.76 
3.14 
3.38 
4.03 
4.35 
Test 3 
Cortelation 
.88 
.75 
.77 
J 3 
.92 
.96 
As can be seen from the table each statement recorded a high cortelation over time 
indicating temporal stabihty for the scale and suggesting that the scale holds up under 
this temporal stabihty test. 
Factor Analysis 
A principal components factor analysis using a varimax rotation was performed on 
the second subjective success scale to test for constmct validity (Crocker & Algina, 
1986). Based on the six item subjective success scale the following two factor solution 
was reached 
Factor 1 Factor 2 
SSI 
SS2 
SS3 
SS4 
SS5 
SS6 
.76144 
.78800 
.57433 
.60045 
.14785 
.00811 
.26207 
.05086 
-.12117 
.26016 
.72384 
.78062 
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Although a single factor result would indicate that the scale represents a single 
constmct a two factor solution does not necessarily unply that two separate constmcts 
are being measured. A multiple factor solution may represent two or more aspects of 
the same underlying constmct (Zaichkowsky, 1985; McQuarrie & Munson, 1992). 
The two factor result of this analysis indicates that the constmct, subjective success 
consists of two related aspects. Factor 1 consists of tiie foUowmg four statements: 
I am satisfied with how much I have achieved in my career so far 
I beheve that I have achieved my potential in tiie workplace 
I am happy with the amount that I am paid 
I beheve that I should have achieved more in my career by now [reverse score] 
The common thread which mns through these four statements is that each implies 
a comparative assessment of the respondent's curtent position to some external 
yardstick. The first and fourth statements requUe respondents to measure theu* cmrent 
level of achievement with some predetermined notion of what they should have 
achieved from a career perspective. Most people either have an intemal notion of what 
they should achieve at different points in their career or, in the case of many 
professions, the experience of colleagues gives a general indication of what to expect 
given years of experience, qualifications and so on. Statement 2 is similar in that it 
relates to what a person believes their potential for achievement is compared with their 
ciurent levels of success. It is again based on some preconceived notion of what they 
expect to achieve overall in their total career. Finally, satisfaction with pay levels is 
largely dependent on how fairly and equitably a person feels they are being treated 
relative to other people within the organisation (Henne & Locke, 1985). Colleagues' 
level of pay provide the extemal yardstick agamst which to measure success. 
Factor 2 consists of two statements namely: 
I am happy doing the kind of work I do 
I do not think that I have achieved much at work [reverse score] 
These two statements relate more to satisfaction with achievements from an intrinsic 
perspective. Happiness or satisfaction with the type of work done is only able to be 
scored from a personal point of view and cannot be directly compared with some 
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extemal standard. Similarly achievement "at work" as opposed to "in the workplace" 
or "in my career" may be interpreted as personal satisfaction witii the job being done. 
In the specific case of teaching, a person may derive a great deal of satisfaction from 
the intrinsic rewards of teaching and therefore feel that they are a success in getting 
chUdren to leam, however, given the level of objective success of simUarly experienced 
and qualified colleagues they may feel that they have achieved relatively Uttie from a 
career perspective. 
Altiiough the analysis did not provide a single factor solution, tfie clustering of tiie 
statements indicates that the overaU scale does have constmct validity. This is because 
it appears to be measuring two aspects of the overall constmct rather than two separate 
constmcts. 
Summary 
The purpose of this chapter was first, to define the concept of subjective success 
and second, to develop a way of measuring it The process used m developmg the scale 
was as follows. First a review of the relevant hterature was made from which the initial 
five item scale was developed. This scale was tested in the pilot study for intemal 
consistency, and feedback from participants sought to increase face validity. Based on 
the findings of the pUot study a second scale was developed and tested for both intemal 
consistency and temporal stability. A factor analysis of the scale was undertaken to 
demonstrate constmct validity. Overall, die results of these different tests indicate that 
the scale developed was satisfactory for the purpose of tiiis research. 
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CHAPTER 7. STUDY 2 : PILOT STUDY 
Prior to carrying out the final study, a pilot test was conducted on a small number 
of volunteers. Although these volunteers were not members of the Queensland 
Department of Education, they were employed in merit based public sector 
organisations. The purpose of the pilot study was not to test the model or hypotheses 
presented in Chapter 4, rather it was to ensure that the questionnaire was 
understandable, able to be answered with minimal inconvenience and that the scale 
developed to measure subjective success was reliable. 
Sample 
Volunteers for the pilot study were drawn on a convenience basis from the 
Queensland Department of Health and the Queensland Department of Employment 
Vocational Education and Training. These volunteers were considered to have 
characteristics similar to the target employees of the Queensland Department of 
Education for two reasons. First, all respondents were aged 45 years or over and 
second, each of the employers, like the Queensland Department of Education is a 
public sector organisation which operates on a merit based system of recmitment and 
promotion. It was decided not to pretest the questionnaire on employees within the 
Queensland Department of Education to avoid potential bias in the final study. Bias 
could occur if participants in the pilot study also responded to the final study 
questionnaire. In particular, they would have some preconceptions as to the content 
and purpose of the questionnaire. This could be a problem particularly with respect to 
the attitude statements contained in Section 2. Being drawn on a convenience basis. 
Study 2 cannot be considered representative of the workforce as a whole particularly 
when the distribution of important demographic variables is taken into account (see 
Table 7.1). 
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Table 7.1. Demographic characteristics of the Study 2 sample 
Gender Age Marital Status 
Male 
Female 
5 
16 
45-49 
50-54 
55-59 
60-64 
7 
11 
3 
0 
Married 19 
Divorced 1 
Widowed 1 
It is important to remember that the primary purpose of this pilot study was to test 
the questionnaire and the measurement of variables rather than to test specific 
hypotheses. The lack of representativeness of the sample is not, therefore, a major 
problem. 
Operationalising and Measuring the Core Variables 
The five core variables in the model are vocational age, employment age, career 
type, objective success and subjective success. The first three of these are described as 
the input or experience variables while the two measures of success are the output 
variables. 
Input Variables 
First the age variables were calculated using the information contained in Table 1 
ofthe questionnaire (see Appendix 5.1). Employment age was determined from the 
number of years the individual spent in each position listed and then summing these to 
obtain a total number of years of employment. Vocational age was also based on 
information contained in Table 1 but differed in that it was calculated by adding only 
the number of years that the respondent had spent in the nominated type of work in 
which they are now employed. In addition to these overall measures of employment 
and vocational age, a second measure of each age was calculated. These additional 
measures, the "effective" employment and vocational ages, take into account whether or 
not the positions listed were held on a part-time or full-time basis. The method 
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involved in calculating the "effective" ages from the overall age measures is outlined in 
operationalisation of variables in Chapter 5. Table 7.2 briefly summarises the values 
obtained for the different "age" variables in the pilot sample. 
Table 7.2. Distribution of "age" variables 
0-5 
6-10 
11-15 
16-20 
21-25 
26-30 
>30 
Mean 
SD 
Employment 
Age 
0 
0 
3 
3 
7 
3 
5 
24.2 
7.7 
Effective 
Employment 
Age 
0 
1 
7 
3 
5 
0 
5 
21.2 
9.1 
Vocational 
Age 
3 
5 
3 
3 
2 
4 
1 
16.1 
9.0 
Effective 
Vocational 
Age 
4 
4 
4 
3 
2 
3 
1 
15.0 
9.4 
Within the sample there is a wide distribution of values for both vocational and 
employment age. It is also clear, however, that the values for the variables are quite 
strongly related. The actual values of the cortelations between the four variables are as 
follows: 
EA 
EEA 
VA 
EVA 
EA 
1.0000 
.8854** 
.4724* 
.4736* 
EEA 
1.0000 
.6399** 
.6742** 
VA 
1.0000 
.9881** 
* * Significant LE 0.01 Significant LE 0.05 
EVA 
1.0000 
While the strong and highly significant cortelations are to be expected in the case 
of the employment age/effective employment age and vocational age/effective vocational 
age pairings, they were not necessarily expected between the two types of age variables. 
Given the emphasis in the career literature on mid-career changes combined with 
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criticisms of earlier theories which do not take multiple vocation career patterns into 
account, it would be expected that a significant number of respondents would have 
pursued more than one type of work. The strong cortelations between employment age 
and vocational age, however, imply the opposite. It would appear that a high proponion 
of the respondents in the pilot study had pursued only one type of work in their career 
as their overall experience in the workforce was not significandy greater than their 
experience within their profession or vocation. This may, however, be a reflection of 
the sample selected which contained a high proportion of career public servants. 
The final input variable in the model is that of career type. The allocation of 
respondents to career type was based partly on the information contained in Table 1 
and partly on their responses to specific attitude statements in Section 2 (see Chapter 
5). After an initial allocation into career types it was found that, using the strict 
definition of a career interruption consisting of one or more years out of the labour 
force, all the women in the pilot study fitted into this category. As a result it was 
decided to redefine the interrupted career to be one in which the individual experiences 
five or more years of continuous interruptions or seven or more years of combined 
interruptions where these interruptions happen in several distinct time periods. 
Subjects who experience fewer years intertuption to their careers are allocated to the 
career type which best suits their circumstances. The career types in question are those 
developed in the typology which is outlined in Chapter 4. Further information on the 
allocation of individuals to career types based on their career experiences is given in 
Chapter 5. 
In the cases of linear, steady and static careers, allocations into career types were 
easily made as each relies on relatively stable employment history within a field and/or 
organisation. Similarly, intermpted careers were easily identified by simply referring to 
Questions 3 and 4, Section 1. Migratory and spiral careers are more difficult to define. 
Both have the same characteristic of consisting of a series of different jobs in different 
fields but differ with respect to intentions. Where a respondent had a history of 
multiple positions in different areas, the final allocation of career type depended on 
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their responses to certain attitude statements in Section 2. The following statements 
were used to differentiate between migratory and spiral careers. 
Statement 3 
Statement 10 
Statement 13 
Statement 14 
Statement 17 
Statement 20 
I would change jobs to increase my job satisfaction even if the new 
position was much less well paid 
1 would change jobs to increase my job satisfaction even if the new 
position was slightly less well paid 
I have changed jobs in the past because 1 was bored with my current 
position 
My main interest in work is the pay 
1 would change jobs only if the new position were better paid or had 
more status 
I would change jobs only if the new position paid at least as well as 
my current position 
High levels of agreement with Statements 3, 10 and 13 indicate a person with 
spiral careerist tendencies while high agreement with Statements 14, 17 and 20 indicate 
someone whose motivations were more in common with a migratory careerist. Overall, 
the distribution of respondents into career types in the pilot study is outlined in Table 
7.3. As well as allocating each person into one of the six career types, an alternative 
career type allocation was made based on the removal of the intemipted career. 
Table 7.3. Distribution of career types 
Career Type Altemative Career Type 
Linear 
Steady 
Static 
Intermpted 
Migratory 
Spiral 
4 
1 
3 
11 
0 
9 
Linear 
Steady 
Static 
Intermpted 
Migratory 
Spiral 
5 
1 
10 
0 
2 
3 
Although the distribution of respondents into career type categories is very uneven, 
each category is used at least once. Due to the small size ofthe sample, it is difficult to 
teU whether or not this is a representative disdibution of career types. The definition of 
the different career types is such that clear distinctions can be made between 
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individuals. There were no difficulties in allocating the respondents to career types 
when the guidelines outlined previously were sdictiy adhered to, that is, no single 
respondent was apparently equally eligible to be classified as more than one career 
type. 
Output Variables 
On the outcome side of the model there are two variables, objective success and 
subjective success. Objective success was measured according to a single criterion, 
income level and is taken straight from the scale used in Question 6, Section 3 of the 
questionnaire. It is not recoded and is measured at the ordinal level. 
Labovitz (1970) argues that in certain circumstances ordinal categories may be 
treated as interval data to allow researchers to use more powerful and sensitive tools of 
analysis. Specifically, his study assumes that the underlying distribution of the rank-
order values is uniform and that there are a relatively large number of rank-order 
categories (O' Brien, 1979). Overall, the greater the number of categories used in 
allocating rank order values, the greater the stability and confidence in the ordering 
system (Labovitz, 1970). The use of interval statistical analysis techniques on data 
which is strictly ordinal has become increasingly accepted in social science research. 
Bryman and Cramer (1990) identify two types of interval data, 'tme' interval data where 
the distance between ordered categories is equal and data in which the variables, 
although strictiy ordinal, have a large number of categories. The scale used to measure 
objective success has a relatively large number of categories, twelve, and so can be 
treated as interval data which will allow the use of more sophisticated techniques of 
analysis. 
Subjective success is not a directly observable variable and relies on a specially 
designed Likert type scale for its measurement. In the preceding chapter the pilot study 
scale consisted of five statements and achieved an alpha reUability score of .67. Given 
the depth of the discussion of the development of the subjective success measurement 
scale in Chapter 6, no further details need be given here regarding the measurement and 
values of subjective success in Study 2. 
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Operationalising and Measuring the Remaining Variables 
The remaining variables in the model are the demographic variables of gender and 
chronological age and the education variables of education age, level, timing and 
relevance. Each of the demographic variables was directiy measured in Section 3 of the 
questionnaire. No recoding was necessary for the purposes of analysis. Education 
timing, relevance and education age were both measured using the information 
contained in Table 2, Section 3. The level of educational achievement was taken 
directly from Question 7, Section 3 and verified by Table 2. The only subjective 
measurement in the outer model is that of educational relevance. Educational relevance 
was determined from the information given in Table 2 and allocated according to the 
following code: 
1. School level education only; 
2. Junior certificate; 
3. Senior certificate; 
4. Certificate/diploma in different vocational area; 
5. Degree in different vocational area; 
6. Post graduate diploma in different vocational are; 
7. Certificate/diploma in same vocational area; 
8. Degree in same vocational area; 
9. Post graduate diploma in same vocational area; 
lO.Higher degree in same vocational area. 
As stated, the purpose of this pilot study was only to test the appropriateness of 
the questionnaire. Consequently, the only statistical analysis undertaken was that 
regarding the reliability of the subjective success scale. Due to the uneven distribution 
of respondents according to age and gender, no further analyses regarding the 
hypotheses were undertaken as the results could be misleading. 
Summary 
The purpose of the pilot study was not to test the model or hypotheses arising 
from the model. Rather, it was to ensure that the questionnaire to be used in gathering 
the data for the main study was clearly understood, able to be answered easily and that 
the methods used to measure the variables were appropriate. The volunteers who 
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participated in this pilot study were deliberately not drawn from the Queensland 
Department of Education. This was done to avoid possible bias likely to occur if the 
same people filled in both the Study 2 and Study 3 questionnaires. Instead the 
respondents in Study 2 were drawn from similar public sector organisations. 
Overall, respondents found the pilot study questionnaire straight forward and 
relatively easy to complete. The questions were clear and unambiguous. However, two 
key weaknesses of the instmment were identified. Fust the tables were considered too 
complex and intimidating. In addition. Table 2, which refers to educational 
achievements, was too long as most people had only one or two certificates to report. 
Second, some attitude statements were seen as too similar in wording and meaning. 
Also, respondents identified statements which had been reversed but included for 
reasons of testing the validity of the scale. Their negative reactions to the inclusion of 
these reversed statements centred around the feeling that they were somehow being 
'tricked'. Based on these responses several changes were made to the questionnaire 
which was then distributed to employees in the Queensland Department of Education. 
The next two chapters analyse the results of the main survey. Study 3. 
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CHAPTER 8. PRELIMINARY STATISTICAL ANALYSIS 
This is the first of two chapters which deal with the statistical analysis of the Study 
3 survey data. Areas covered in this chapter include the questionnaire response rate, 
descriptive statistics for each of the main variables and simple relationships between the 
variables. These relationships are measured using t-tests, correlations, multiple 
regression and analysis of variance. The multiple regression models test the 
relationships between the input variables of interest as identified in the models derived 
in Chapter 4 and each of the measures of success. Both this chapter and Chapter 9 
concentrate on presenting the information gained from the statistical analysis and do 
not attempt at this stage to tie in the findings with the existing literature. The relevance 
ofthe findings of these chapters in terms of the overall study and the literature will be 
discussed in Chapter 11. 
Sample and Response Rate 
As outiined in the methodology (Chapter 5), the major disadvantage to using mail 
out questionnaires as a means of data collection is their relatively low response rate. 
There are many reasons for non-response in unsolicited surveys including lack of 
interest, no incentive to respond or simply forgetting to mail the survey until after the 
date nominated for return. Problems of non-response in this case may have been 
exacerbated by the method of distribution which (due to constraints placed on the study 
by the Queensland Department of Education) relied on the co-operation of Principals 
and Directors to distribute the surveys within their section or school. This meant that 
potential respondents may not have received the survey at aU if the Principal or Director 
concemed decided not to co-operate. 
In total, 295 completed questionnaires were returned from the 628 initially sent 
out, an overall response rate of 47.0%. Of these, eleven were not able to be used due to 
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either incorrect distribution within the schools or sections (ie. the respondents were not 
aged over 45 years), or the omission of essential information through not answering 
key questions. This left a total of 284 completed questionnaires giving a usable 
response rate of 45.2%. Given that the estimated total eligible population within the 
Med-opolitan East and Metropolitan West regions, including Central Office is 2,652, 
the usable responses represent 10.7% ofthe total population of interest. To determine 
whether respondents were representative of the overall population of interest, 
comparisons of key characteristics were made. 
The distribution of respondents according to gender is very similar to the 
distribution found amongst employees aged 45 years and over within the Department 
(see Table 8.1). In terms of age groupings, there is a slight bias in the respondent 
group towards the upper age limits. All age groups are, however, represented and in 
terms of size, the same distribution of largest to smallest is observed in both the 
Departmental figures and the survey respondent group (see Table 8.2). 
Table 8.1. Comparison of gender distribution of employees aged 45 years and over 
in the Department of Education (overall) and in the group of 
respondents. 
Department Respondents 
(per cent) (per cent) 
Male 42 44 
Female 58 56 
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Table 8.2. Comparison of age groupings between Department of Education 
employees and respondents (percentages refer to percentage of 
employees aged 45 years and over) 
Department ^ Respondents 
(per cent) (per cent) 
45-49 
50-54 
55-59 
60-64 
50.2 
36.3 
11.1 
2.4 
43.7 
34.9 
16.9 
4.6 
a Department figures are based on numbers employed in Metropolitan East and 
Metropolitan West regions (including Central Office) only. 
Given the comparative distributions of the demographic variables of gender and 
age outlined above, it is reasonable to assume that if the respondents to this survey are 
similar to the overall Department on the distribution of these variables, then they will 
also be similar to the non-respondents. Thus the sample could be considered to be 
representative. 
Core Variables 
Employment Age and Vocational Age 
The following section outlines the distributions and other descriptive statistics 
such as averages obtained from the study for each of the core variables. Starting with 
the experience variables, two measures of each of the core concepts are given. For the 
two "age" variables, measures are given for both "overall age" and "effective age" (see 
Table 8.3). 
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Table 8.3. Descriptive statistics for employment age, effective employment age, 
vocational age and effective vocational age. 
Percentile 
10 
25 
50 
75 
90 
100 
Min 
Max 
Range 
Mean 
Median 
STDDEV 
EA 
19 
24 
28 
32 
35 
47 
7 
47 
40 
27.8 
28 
6.4 
EEA 
16.5 
22 
27.5 
32 
35 
47 
7 
47 
40 
26.8 
27.5 
7.3 
VA 
6 
14 
21 
28 
33 
42 
1 
42 
41 
20.6 
21 
9.8 
EVA 
6 
12 
20 
28 
33 
42 
1 
42 
41 
19.9 
20 
10.2 
Due to the large number of different "ages", the above table reports the frequencies 
in terms of significant percentiles rather than listing each value separately. The 
differences between the actual and effective values for the age variables are slight 
indicating that most respondents have mainly worked in full-time employment. This 
finding is consistent with the traditional public service model in which permanent part-
time work was not available until recentiy. It also implies that many respondents have 
an extensive history of working for the Queensland Department of Education. 
As would be expected there was a strong relationship evident between employment 
age and effective employment age and also between vocational age and effective 
vocational age. The precise relationships are detailed below. It is interesting to note 
that employment age and vocational age are also significandy cortelated using a two 
tailed test of significance. This implies that many employees still follow "traditional" 
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career pattems in that they enter an occupation early in their career and remain with that 
occupation for most of their working lives. 
EA 
EEA 
VA 
EVA 
Employment 
Age 
(EA) 
(sd=6.45) 
.9579** 
.4825 ** 
.5025 ** 
Effective 
Employment 
Age (EEA) 
(sd=7.27) 
.5094 ** 
.5680 ** 
Vocational 
Age 
(VA) 
(sd=9.8) 
.9827 ** 
Effective 
Vocational 
Age (EVA) 
(.sd=10.2) 
* * p< .01 
Career Type 
Career types were allocated on the basis of number of positions held, number of 
organisations worked for, years of intertuptions, vocational age, employment age, 
timing and type of qualifications, and the career attitude statements outlined in Chapter 
5. Specific details on how these types were applied in the context of the Queensland 
Department of Education are also contained in Chapter 5. The alpha reliability scores 
for the static, migratory and spiral career types in Study 3 varied from those obtained in 
the Study 2. As explained in Chapter 5, only these three types were allocated with the 
assistance of attitude statements. The others were allocated based on responses to 
specific questions contained in Section 1 of the questionnaire. The alphas for both 
static and migratory pattems were lower falling from .61 to .54 for the static career type 
and from .52 to .47 for migratory careers. The spiral career type reliability however 
rose slightly from .48 to .51. The relatively low alpha scores are not a major problem 
given that these scales are used in the case of multiple job holders simply to confirm 
the motivation of the individual for change. Similarly, the scale relating to static career 
holders was used only to confirm a probable career type allocation. 
Once each respondent had been allocated a career type, an alternative career type 
was also allocated for those whose careers had been intermpted. The allocation of the 
altemative type was based on what career pattem a respondent would have followed had 
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they not had an intermpted career. By having this altemative allocation of career type, it 
is possible to remove the influence of career interruptions from the effect of general 
career pattems on overall success (see Table 8.4). 
Table 8.4. Overall distribution of career types 
Career type Altemative type 
Number Percent Number Percent 
Linear 
Steady 
Static 
Intermpted 
Migratory 
Spual 
61 
27 
75 
98 
5 
18 
21.5 
9.5 
26.4 
34.5 
1.8 
6.3 
68 
34 
123 
na 
17 
42 
23.9 
12.0 
44.4 
na 
6.0 
14.8 
Objective Success 
On the career outcome side of the model, objective success was measured 
according to three separate criteria: job title, classification and salary. These first two 
measures of objective success are more sensitive than the salary measure in that they 
explicitly differentiate between classroom teachers, subject masters/heads of 
departments and advanced skills teachers. Although there is some differentiation in 
terms of acknowledged skills between the different levels of teachers, the minor 
differences in pay scales means that many upper level teachers' salaries fall within the 
same salary range as those received by standard classroom teachers. The first two 
measures of objective success are allocated according to a predesigned coding scale. 
Although it may appear that these measures are nominal, each is ordered in distinct 
levels from lowest to highest based on the average responsibiUties and the usual level in 
the organisation of the particular job title or classification. Consequently, they can both 
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be considered at the ordinal rather than nominal level. The three measures of objective 
success in this study, although ordinal, have a relatively large number of categories (14) 
and so will be treated as interval data for the purposes of analysis. The treatment of 
ordinal level variables as interval is justified in Chapter 7 (see also Bryman & Cramer, 
1990). 
Job title and classification are similar in that they both rely on the allocation of 
respondents into levels of achievement based on scales devised by the researcher rather 
than relying on respondent choice as is the case with the salary. With 1 representing 
the lowest level of achievement and 14 representing the highest, the overall distribution 
of measures one and two of objective success are outlined in Table 8.5. The 
justification for the allocation of different job titles and classifications into specific 
levels is given in Chapter 5 and the coding system used contained in Appendix 5.3. 
Table 8.5. Objective success measure I (Job title) and measure 2 (Classification) 
Value 
I 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
Job title 
Number 
9 
17 
13 
0 
1 
60 
65 
15 
25 
5 
30 
39 
4 
0 
Per cent 
3.2 
6.0 
4.6 
.0 
.4 
21.1 
22.9 
5.3 
8.8 
1.8 
10.6 
13.7 
1.4 
.0 
Classification 
Number 
9 
6 
21 
5 
55 
63 
36 
13 
5 
26 
35 
6 
4 
0 
Per cent 
3.2 
2.1 
7.4 
1.8 
19.4 
22.2 
12.7 
4.6 
1.8 
9.2 
12.3 
2.1 
1.4 
.0 
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Salary differs in that it is taken straight from the questionnaire and is not recoded. 
As discussed previously, it tends to be a less sensitive measure in the context of 
teaching given the similarity of salaries between different tities and levels of teachers. 
The distribution of respondents according to salary level is given in Table 8.6. 
Table 8.6. Objective success measure 3 (salary) 
Value Number Per cent 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
Less than $5,000 
$5,001 -$10,000 
$10,001 -$15,000 
$15,001 -$20,000 
$20,001 - $25,000 
$25,001 - $30,000 
$30,001 - $35,000 
$35,001 - $40,000 
$40,001 - $45,000 
$45,001 - $50,000 
$50,001 -$60,000 
$60,001 -$70,000 
$70,001 -$85,000 
More than $85,000 
0 
0 
4 
12 
16 
13 
21 
86 
49 
34 
35 
9 
4 
0 
0.0 
0.0 
1.4 
4.2 
5.6 
4.6 
7.4 
30.3 
17.3 
12 
12.3 
3.2 
1.4 
0.0 
From the preceding tables it is clear that die three measures of objective success 
are strongly related. The measured correlations between the three variables are as 
follows: 
Job Titie 
Classification 
Salary 
Job Titie 
(sd=3.08) 
9439 ** 
.9038 ** 
Classificai 
(sd=2.82) 
.8840 ** 
* * p < .01 
(sd=2.07) 
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Subjective Success 
The final variable of the core model is subjective success. Subjective success is an 
indirectiy measured variable calculated by taking the mean of the six subjective success 
statements. In the initial testing of the scale, the alpha reliability of the subjective 
success scale was calculated as being .74. In practice with a large number of 
respondents the reliability ofthe scale declined to a level of .62. This is, however, still 
within the acceptable range of .5 to .8 for basic research (Nunnally, 1967). The 
distributions of values for each of the subjective success measures as well as for the 
overall measure of subjective success are summarised in Table 8.7. For the specific 
statements represented by each measure see Chapter 6. 
Table 8.7. Subjective success 
Mean Standard Deviation 
Subjective success measure 1 3.5 .60 
Subjective success measure 2 3.6 .61 
Subjective success measure 3 3.6 .61 
Subjective success measure 4 3.3 .65 
Subjective success measure 5 3.0 .68 
Subjective success measure 6 3.9 .64 
Subjective success overall measure 3.5 .64 
The preceding tables refer only to the variables contained in the core model and are 
purely descriptive in that they do not attempt to measure associations between the core 
variables or between the core variables and other variables in the expanded model. In 
the following section the relationships between the model variables are measured and 
the hypotheses developed in Chapter 4 tested. 
Testing the Hypotheses 
As discussed earlier, there is litde difference between the overall values of 
employment age and effective employment age or between vocational age and effective 
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vocational age. This implies that relatively few respondents experienced extended 
periods of part-time employment. Due to the minimal differences it was decided to use 
only one measure for each of the concepts of employment age and vocational age in the 
remaining analyses. The measures used will be the actual values rather than the 
effective values. The actual rather than the effective ages will be used as very few 
respondents had worked on a part-time basis at any stage during their careers and so 
the overall employment and vocational age measures do in fact accurately represent the 
length of time the average respondent has spent in work. Hypotheses 1 through to 7 
are based on the core model and measure the relationships amongst the variables 
employment age, vocational age, career type, objective success and subjective success. 
The remaining hypotheses relate to the expanded model. 
Hypothesis I 
Taking the experience side first, two main relationships are implied by the model. 
The first relationship measured in this model is that between career type and 
employment age. Specifically Hypothesis 1 states that 
HI: Career type and employment age will be associated. 
Due to the large number of values recorded for employment age, it will be 
condensed into three categories for the purposes of measuring its relationship with 
career type. The cut off points for the measures, low, moderate and high are based on 
the thirty third and sixty sixth percentile, ie. a third of respondents will be contained in 
each group. This means that the lower limit for moderate employment age is 25 and 
the lower limit for high employment age is 30. By categorising the values of 
employment age as low, moderate and high, the level of data is reduced from ratio to 
nominal. 
When measuring the association between two groups of categorical or nominal 
variables, as career type and the recoded employment age are, the point must be made 
that while it is possible to determine both whether a relationship exists and the strength 
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of the relationship, no statements can be made regarding the direction of the 
relationship. For example, it is only possible to say that higher numbers of people 
from a given religion live in a particular city, it makes no sense to say that religious 
affiliation increases as city of residence increases (Nomsis, 1988). 
There are two approaches to measuring the strength of association between 
nominal variables, one based on chi-square and the other on measures of proportional 
reduction in error. The chi-square statistic itself measures only whether or not two 
nominal variables are independent, it does not measure the strength of the association. 
Also, the value of chi-square is heavily influenced by both the sample size and the 
amount of departure from independence ofthe two variables which means that it is not 
possible to compare chi-square values between studies with different sample sizes. 
Although chi-square itself is of little value, modifications have been made to construct 
measures of association based on chi-square. These modifications attempt to adjust the 
statistic so that it is not influenced by sample size. To achieve this the coefficients are 
normalised to fit within the range of 0 (no association) to 1 (perfect association). Three 
common approaches to modifying the chi-square statistic are the phi coefficient, the 
coefficient of contingency and Cramers V (Nomsis, 1990). The common problem 
associated with all chi-square based measures of association is that they are difficult to 
interpret. 
The altemative measurements are those based on proportional reduction in eiror 
(PRE). PRE coefficients have a clearer interpretation than chi-square based measures 
and are based on how well the value of the dependent variable can be predicted if the 
value of the independent variable is known. They compare the errors made in 
allocating a value to the dependent variable where there is no information available 
regarding the independent variable with the allocation made where information about 
the independent variable is given. The relevant statistic for measuring the association 
between nominal variables is lambda ( X ) which measures how much the ertor rate is 
reduced when the additional information about the independent variable is known. 
Values for lambda vary between 0 which signifies that knowing the value of the 
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independent variable is of no assistance in determining the value of the dependent 
variable, and 1 which indicates that, for each value ofthe independent variable, there is 
one cell in the cross tabulation which contains all cases. Thus the closer the value of 
lambda is to 1, the stronger the association between the variables. When interpreting 
lambda the value represents the percentage reduction in the rate of error in guessing the 
value of the dependent variable. For example a lambda value of .25, means that with 
extra information about the independent variable, the rate of error in guessing the value 
ofthe dependent variable is reduced by 25% (Foddy, 1988). 
There are two different types of lambda, non-symmetric and symmetric. The 
standard calculation of lambda is non-symmednc in that the value of lambda will change 
if the attempted predictions are reversed. For example, if the variables of interest are 
location of residence and religion, different values for lambda would be calculated for 
attempting to predict religion based on location of residence when compared to 
predicting location of residence based on religion. To overcome this, a symmetric 
measure of lambda has been devised in which the sum ofthe two differences between 
the actual and prediction allocation of values is divided by the total number of 
misclassifications without additional information about the independent variable 
(Norusis, 1988). 
As is the case with all measures, there are certain limitations associated with the 
use of lambda. First, although lambda may equal 0, this does not necessarily mean that 
there is no relationship between the two variables of concem. This can happen because 
lambda cannot measure associations which occur when values are skewed across 
categories. In cases where there is a skewed disdibution across categories, percentage 
differences between cells are more useful in describing the relationship. The other 
major problem identified with the use of lambda is that because nominal categories can 
be arranged in any order, the patterns and associations will reflect this order. Lambda 
is only intended to measure the degree of association between two nominal variables 
and does not describe the shape of the pattern or the nature of the association (Foddy, 
1988). 
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When the association between employment age and career type was measured 
across the range of career types a symmedical lambda value of .21 was recorded. This 
means that error is reduced by approximately 21% when additional information is 
known about employment age or career type. When employment age is dependent 
however, the lambda value rises to .28 as opposed to falling to . 13 when career type is 
dependent. This relationship is summarised in Table 8.8. 
Table 8.8. Relationship between career type and employment age. 
Career Type 
Linear 
Steady 
Static 
Intermpted 
Migratory 
Spiral 
Employment Age 
Low 
6 
(9.8%)^ 
6 
(22.2%)^ 
21 
(28.0%)c 
61 
(62.2%)^ 
0 
(0.0%)^ 
3 
(17.0%/ 
Moderate 
28 
(45.9%) 
8 
(29.6%) 
21 
(28.0%) 
29 
(29.6%) 
4 
(80.0%) 
5 
(28.0%) 
High 
27 
(44.3%) 
13 
(48.2%) 
33 
(44.0%) 
8 
(8.2%) 
1 
(20.0%) 
10 
(55.0%) 
Total 
61 
(100.0%) 
27 
(100.0%) 
75 
(100.0%) 
98 
(100.0%) 
5 
(100.0%) 
18 
(100.0%) 
Total 97 99 88 284 
(34.1%)^ (34.9%) (31.0%) (100.0%) 
Lambda values 
Symmedical 
Type dependent 
Employment age dependent 
a percentage of linear type 
c percentage of static type 
e percentage of migratory type 
g percentage of total respondents 
.20643 
.13441 
.27807 
b percentage of steady type 
d percentage of intermpted type 
/ percentage of spual type 
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Although the lambda scores are relatively low, and the relationship between 
employment age and career type not as strong as expected, certain patterns can be 
discemed with respect to particular career types. As expected, those who have followed 
a steady or linear career tend to have relatively high employment ages while those with 
intertupted careers tend to be skewed towards the lower range of employment ages. 
Those with static careers tend towards the upper range of values although the 
distribution between moderate and low is even. No specific relationships were 
anticipated between employment age and the migratory and spiral careerists. In both 
cases respondents tend to be in the middle to upper range. Hypothesis 1 was therefore 
supported. 
Hypothesis 2 
Hypothesis 2 is similar to Hypothesis 1 and states that 
H2: Career type and vocational age will be associated. 
Given the relatively high level of cortelation found between employment age and 
vocational age in this survey (.48) similar results would be expected for Hypothesis 2 
as were found for Hypothesis 1. As was the case for employment age, due to the large 
number of values, vocational age was divided into three categories: low (less than 16), 
moderate (16 to 26) and high (greater than 26). The relationship between career type 
and vocational age is summarised in Table 8.9. 
Again, while the overall relationship between career type and vocational age as 
determined by the lambda value is fairly weak, patterns with the career types are 
discernible. Lambda was recorded as having a symmetrical value of .19 meaning that 
ertor is reduced approximately 19% with additional information about vocational age or 
career type. This value rises to .21 when vocational age is the dependent variable, 
falling to .16 when career type is dependent. Although the lambda values are slightly 
lower in the testing of Hypothesis 2, the results follow a similar pattern. 
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Table 8.9. Relationship between career type and vocational age 
Career Type 
Linear 
Steady 
Static 
Intermpted 
Migratory 
Spiral 
Total 
Lambda values 
Symmetrical 
Type dependent 
Employment age 
Vocational Age 
Low 
24 
(39.3%)^ 
9 
(33.3%)^ 
9 
(12.0%)C 
43 
(43.8%)^ 
2 
(40.0%)^ 
12 
(67.0%/ 
94 
(33.1%)^ 
dependent 
Moderate 
8 
(13.2%) 
8 
(29.6%) 
26 
(34.7%) 
45 
(45.9%) 
2 
(40.0%) 
6 
(33.3%) 
102 
(35.9%) 
.18598 
.16129 
.21081 
High 
29 
(47.5%) 
10 
(37.1%) 
40 
(53.3%) 
10 
(10.2%) 
1 
(20.0%) 
0 
(0.0%) 
88 
(31.0%) 
Total 
61 
(100.0%) 
27 
(100.0%) 
75 
(100.0%) 
98 
(100.0%) 
5 
(100.0%) 
18 
(100.0%) 
284 
(100.0%) 
a percentage of linear type 
c percentage of static type 
e percentage of migratory type 
g percentage of total respondents 
b percentage of steady type 
d percentage of intermpted type 
/ percentage of spiral type 
In terms of pattems within career types, the largest group in the linear, steady and 
static careers was high. Intertupted careerists tend towards the moderate to low end of 
the range with only 10% recording a high vocational age. Although employment ages 
for migratory and spiral careers were relatively high, vocational age was relatively low. 
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This is to be expected given that both sphal and migratory careers are characterised by 
holding multiple jobs. The low vocational age was particularly evident amongst those 
with spiral careers. Hypothesis 2 was supported by the data. 
Hypothesis 3 
On the outcome side of the core model are two success variables, objective success 
and subjective success. The relationship between these variables is hypothesised as 
being 
H3: The level of objective success achieved wiU have a positive influence on 
subjective success. 
This relationship was measured using Pearson's cortelation coefficient. The logic 
behind using an interval level statistic on data which strictly is ordinal has already been 
outlined (see Chapter 7; Bryman & Cramer, 1990). Using a two tailed test of 
significance, subjective success was found to be significantly correlated with all three 
measures of objective success at the .01 level. The specific values of these 
relationships are as follows: 
Subjective Success 
** p < .01 
Job titie 
.1795** 
Classification 
.1622** 
Salary 
.I960** 
Hypothesis 3 can, therefore, be said to hold for this particular sample. 
Hypothesis 4 
Hypotheses 4 through 7 are based on the relationships between the input and 
output variables of the core model. Hypothesis 4 states that 
H4: There will be a relationship between employment age and objective 
success. 
Pearson's correlation coefficient was used to measure the relationship which was found 
to be both positive and significant at either the .01 or .05 levels for each of the three 
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objective success variables. 
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The actual results were: 
Job titie 
Employment age . 1364* 
**p < .01 *p < .05 
Classification 
.1512* 
Salary 
.2242** 
Hypothesis 5 
Hypothesis 5 is similar to Hypothesis 4 and states that 
H5: There will be a relationship between vocational age and objective 
success 
Again Pearson's correlation coefficient was used to measure the relationship with the 
following results. 
Job title Classification Salary 
Vocational age .1433* .1116 .8840** 
**p< .01 *p < .05 
Hypothesis 5 can be said to hold for two of the three objective success measures 
in this study while Hypothesis 4 holds for all three objective success measures. It is 
interesting to note that salary was the most significantiy correlated variable for both of 
the "age" variables. 
Hypothesis 6 
The next set of hypotheses concern the relationship between career type and 
objective success and are as follows: 
H6: Career type will be associated with objective success; 
H6a: Those who follow a linear or steady career pattern will have a relatively 
high level of objective success; 
H6b: Those who follow an intermpted career pattem will have a relatively low 
level of objective success; 
H6c: There will be no consistent pattern of objective success for those who 
follow static, spiral or migratory career pattems. 
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Without modifying the data, the measurement of the relationship between career 
type and objective success would involve a 6 x 14 cross tabulation. Consequently it was 
decided to reduce the number of categories involved. Three categories were used: low, 
moderate and high based on the 33rd and 66th percentiles. This was effective for the 
first two measures where it was possible to obtain three reasonably equal categories. In 
the case of job title the low category consisted of all jobs coded up to 6, moderate was 
those 6 to 8, and high, any positions coded at 9 and above. The relationship between 
job title and career type is summarised in Table 8.10. The categories for classification 
were low (1 to 5), moderate (6 and 7) and high (8) or above. The results for the 
relationship between career type and classification is given in Table 8.11. 
Table 8.10. Relationship between career type and job title 
Career Type Job title 
Low Moderate High Total 
Linear 1 8 52 61 
(1.6%)« (13.1%) (85.3%) (100.0%) 
Steady 4 4 19 27 
(14.8%)^ (14.8%) (70.4%) (100.0%) 
Static 31 31 13 75 
(41.3%)c (41.3%) (17.4%) (100.0%) 
Intermpted 55 30 13 98 
(56.1%)^ (30.6%) (13.2%) (100.0%) 
Migratory 3 0 2 5 
(60.0%)^ (0.0%) (40.0%) (100.0%) 
Spiral 7 7 4 18 
(38.9%/ (38.9%) (22.2%) (100.0%) 
Total 101 80 103 284 
(35.3%)^ (28.3%) (36.4%) (100.0%) 
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Lambda values 
Symmetrical 
Type dependent 
Employment age dependent 
a percentage of linear type 
c percentage of static type 
e percentage of migratory type 
g percentage of total respondents 
.28493 
.21622 
.35556 
b percentage of steady type 
d percentage of intermpted type 
/ percentage of spiral type 
Table 8.11. Relationship between career type and classification 
Career Type 
Linear 
Steady 
Static 
Intermpted 
Migratory 
Spiral 
Total 
Lambda values 
Symmetrical 
Type dependent 
Employment age 
Classification 
Low 
1 
(1.6%)« 
4 
(14.8%)^ 
27 
(36.0)C 
54 
(55.1)^ 
3 
(60.0%)^ 
7 
(38.9%/ 
96 
(33.8%)^ 
dependent 
Moderate 
7 
(11.5%) 
3 
(11.1%) 
47 
(62.7) 
35 
(35.7) 
0 
(0.0%) 
7 
(38.9%) 
99 
(34.9%) 
.38005 
.30108 
.45946 
High 
53 
(86.9%) 
20 
(74.1%) 
1 
(1.3) 
9 
(9.2) 
2 
(40.0%) 
4 
(22.2%) 
89 
(31.3%) 
Total 
61 
(100.0%) 
27 
(100.0%) 
75 
(100.0%) 
98 
(100.0%) 
5 
(100.0%) 
18 
(100.0%) 
284 
(100.0%) 
a percentage of linear type 
c percentage of static type 
e percentage of migratory type 
g percentage of total respondents 
b percentage of steady type 
d percentage of intermpted type 
/ percentage of spual type 
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Salary' is the least sensitive of the three measures of objective success due to the 
similarity of financial compensation between different categories of teachers. In this 
case four categories were used, low, moderate 1, moderate 2 and high. This was 
necessary because a single code number, 8, which represented salaries in $35,000 to 
$40,000 range accounted for approximately one third of all respondents. The salary 
categories below this level, however, accounted for only 23%. Consequently, a three 
level classification would have resulted in very uneven numbers between categories. 
The cut off points for salary were: low - up to 7, moderate 1 - 8, moderate 2 - 9 to 10, 
and high - greater than 10. The four categories analy.sed are not as evenly distributed 
as those for the first two measures but are still more even than if the three category 
option had been used. The relationship between salary and career type is summarised 
in Table 8.12. 
Table 8.12. Relationship between career type and salary 
Career Type SaUu"y 
Low Moderate 1 Moderate 2 High Total 
2l 36 6l 
(34.4%) (59.0%) (100.0%) 
13 8 27 
(48.2%) (29.6%) (100.0%) 
27 0 75 
(36.0%) (0.0%) (100.0%) 
Intermpted 46 34 17 1 98 
(46.9%)^ (34.7%) (17.4%) (1.0%) (100.0%) 
Migratory 3 0 1 1 5 
(60.0%)^ (0.0%) (20.0%) (20.0%) (100.0%) 
Spiral 7 5 4 2 18 
(38.9%/ (27.8%) (22.2%) (11.1%) (100.0%) 
Total 66 87 83 48 284 
(23.2%)^ (30.6%) (29.2%) (17.0%) (100.0%) 
Linear 
Steady 
Static 
0 
(0.0%)« 
1 
(3.7%)^ 
9 
(12.0%)C 
4 
(6.6%) 
5 
(18.5%) 
39 
(52.0%) 
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Lambda values 
Symmedical .28460 
Type dependent .27417 
Employment age dependent .29442 
a percentage of linear type b percentage of steady type 
c percentage of static type d percentage of intermpted type 
e percentage of migratory type / percentage of spiral type 
g percentage of total respondents 
As can be seen from these tables, career type is clearly related to each of the three 
measures of objective success. In terms of individual career types and the objective 
success levels reached on average by those who follow them it was decided to conduct 
t-tests comparing the success level of each career type with the rest of the sample to see 
whether there were any significant differences. The complete results of these are given 
in Appendix 8.1. In summary, those who followed linear and steady careers were 
found to be significantly more successful on each of the three objective measures while 
those who had followed interrupted careers were found to be significantly less 
successful overall on all three measures. Those who had a static career pattern were 
found to be significantly less successful on job title and classification but not in terms 
of salary. Finally, no significant differences were found for any of the three measures 
for those with migratory or spiral career patterns. Overall, Hypothesis 6 can be said to 
hold for the survey data. 
By classifying the objective success variables, the data is reduced to nominal level 
and so the strength of the relationships was measured using lambda. The association 
between career type and the different objective success variables was strongest for 
Measure 2 (classification) with a symmetrical value of .38 and a "success" dependent 
value of .46. Job title and salary recorded similar symmedical values for lambda at .28 
and .29 respectively. A stronger relationship was recorded with "success" variable 
dependent for job titie at .36 as compared to salary at .29. 
Hypothesis 7 
Next the relationship, between career type and subjective success, was examined 
based on the following hypotheses: 
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H7: Career type will have an influence on subjective success; 
H7a: Those who follow a migratory or spiral career will have a moderate to 
high level of subjective success; 
H7b: There will be no consistent level of subjective success amongst those 
who follow a steady, linear, intermpted or static career. 
As outlined previously subjective success is calculated as being the mean of the 
agreement scores of the six subjective success statements. The calculated values of 
subjective success range between 1.3 and 5.0. Variations are evident when comparing 
the mean value of subjective success for each of the different career types. As is shown 
in Table S. 13, while average subjective success is similar for the linear, steady and static 
career types, it differs for the remaining types. In particular there is a large variation 
(.9) between the mean subjective success scores for migratory and spiral careers. This 
is not unexpected as migratory careerists essentially seek particular jobs more for the 
financial reward whereas spiral careerists are more concerned with job satisfaction. 
Due to the small numbers involved, however, this finding cannot be considered 
conclusive. 
Table 8.13. Career types and mean subjective success 
Career Type Mean Standard deviation 
Linear 3.5 .61 
Steady 3.6 .61 
Static 3.6 .61 
Intermpted 3.3 .65 
Migratory 3.0 .68 
Spiral 3.9 .64 
Overall 3.5 .64 
In comparing the group means of the subjective success scores for the different 
career types a one way ANOVA was used. The results of this test of the relationships 
between career type and subjective success are summarised in Table 8.14. 
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Table 8.14. Relationship between career type and subjective success 
Source of variation Sum of Squares df Mean Squares F. Ratio 
Between groups 7.8444 5 1.5689 4.0190 
Within groups 105.00091 269 .3904 
As is evident from the above, the relationship between career type and subjective 
success is highly significant with an F value of 4.02 (F probability = .0016). These 
results simply show that the population means are unequal but does not provide 
specific information as to where, or amongst which groups, these differences occur. 
Post hoc analyses were carried out using the Scheffe multiple comparison procedure. 
On the basis of these additional analyses it was found that the major differences 
between groups occurred between those who had intertupted careers and those who 
had either spiral or static careers with the former displaying lower levels of subjective 
success at the .05 level of significance. The data in this case does not cleariy support 
Hypothesis 7. 
Hypothesis 8 
Hypotheses 1 to 7 relate to the core model developed in Chapter 4. The remaining 
hypotheses seek to measure the relationships between the additional variables contained 
in the expanded model and specific core model variables. 
When the model is expanded to take non-work variables into account three groups 
of variables are expected to impact on those contained in the core model. These 
variables are gender, chronological age and education. The Hypotheses derived from 
the expanded model are grouped according to the impact ofthe additional variables on 
each of the core model variables. Taking the impact of gender first Hypothesis 8 states 
that 
Chapters 190 
H8: Gender will influence employment age with women experiencing 
relatively low employment ages. 
The average employment age of women was found to be 24.57 years as opposed to 
31.01 years for those respondents who were male. Using a simple t-test, the result of 
9.74 was found to be significant at the .01 level. Thus, Hypothesis 8 held when tested 
using the survey data. 
Hypothesis 9 
Hypothesis 9 relates to the impact of gender on vocational age and states that 
H9: Gender will influence vocational age with women experiencing relatively 
low vocational aces. 
Again it was found that women had significantly less work experience, in this instance 
in their profession, than men. Women had an average vocational age of 17.65 years as 
opposed to 23.9 years for the men in the sample. T-tests showed that this difference 
was significant at the .01 level (t-value = 5.29). Hypothesis 9 therefore was supported. 
Hypothesis 10 
Hypothesis 10 examines the relationship between gender and career type and 
states that 
H10: Gender will influence career type. 
Substantial differences were found regarding the types of careers followed by men and 
women. While men predominantly had either linear or static careers the majority of 
women were concentrated in the intermpted career category. (See Table 8.15) 
Table 8.15. The distribution of career type according to gender 
Linear Steady Static Intermpted Migratory Spiral 
Male 47 16 46 2 3 11 
(37.6%) (12.8%) (36.8%) (1.6%) (2.4%) (8.8%) 
Female 14 11 29 96 2 7 
(8.8%) (6.9%) (18.2%) (60.3%) (1.2%) (4.4%) 
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When the significance of the association was measured using lambda a 
symmedical score of .34 was obtained rising to .48 when the gender variable was 
dependent. This means the reduction in ertor from knowing gender is 48%. Women 
were most likely to have followed an intermpted career pattem (66.7% compared with 
34.5% overall). Hypothesis 10 was supported by the survey data. 
The result of Hypothesis 10 when considered in conjunction with that of 
Hypothesis 6 which measures the relationship between career type and objective 
success suggests that career intermptions play an important role in determining overall 
career outcomes. This issue of career intertuptions and gender will be examined in 
more detail later in the chapter. 
Hypothesis 11 
Hypotheses 11 through to 13 examine the effect of chronological age on the core 
model variables. Starting with employment age. Hypothesis 11 states that 
H11: Chronological age will influence employment age. 
Using Pearson's cortelation coefficient, a highly significant result of .53 (p < .01) was 
found between these two variables. Hypothesis 11 therefore holds for this data. 
Hypothesis 12 
Hypothesis 12 is similar to Hypothesis 11 and proposes that 
H12: Chronological age will influence vocational age. 
As was the case with employment age, chronological age was highly significantly 
cortelated with vocational age with a Pearson's cortelation coefficient of .33 (p > .01). 
Hypothesis 12 was supported by the survey data. 
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Hypothesis 13 
The final hypothesis to be tested concerning chronological age is its relationship 
with subjective success. Specifically, it is hypothesised that 
HI3: Chronological age will influence the level of subjective success 
experienced by the individual with older employees displaying a higher 
level of subjective success than younger employees. 
Based on earlier findings in the job satisfaction literature it was expected that older 
employees would be more satisfied with their career outcomes than younger employees 
and therefore have a high level of overall subjective success. When tested, however, 
only a very weak correlation (.02) was found between these two variables. Hypothesis 
13 therefore did not hold for the survey data. While chronological age was not found 
to be significantly related to subjective success in this study, employment age was at the 
.05 level. This implies that the longer a subject has been employed, the more satisfied 
they are with their levels of achievement. This relationship between employment age 
and subjective success was stronger for the female respondents than for the male 
respondents. 
Hypothesis 14 
Hypotheses 14 and 15 are related and are concerned with the impact of education 
on objective success. Specifically Hypothesis 14 states that 
H14: The level of education achieved by the individual will influence their 
objective success with a high level of education corresponding to a high 
level of objective success. 
The level of qualifications held by respondents ranged from primary school only 
through to doctoral level. Using Pearson's correlation coefficient the following results 
were obtained: 
OSl 0S2 0S3 
EDLEV .6955** .5502** .6842** 
** p< .01 
Chapters 193 
Overall a high level of correlation was found between level of education and each of the 
objective success measures. Hypothesis 14 can, therefore, be said to hold for this 
sample. 
Hypothesis 15 
Hypothesis 15 relates to the impact of the perceived relevance of the respondents 
qualifications on objective success and states that 
H15: The relevance of the educational qualifications held by the individual 
will influence their objective success with a high level of relevance 
corresponding to a high level of objective success. 
Correlations were carried out to determine the extent to which the relevance of these 
qualifications impacted on the different measures of objective success. Unlike level of 
education, however, the perceived relevance of the respondent's educational 
qualifications had no significant influence on their objective success. The cortelation 
coefficients between EDREL and each ofthe three measures of objective success (job 
title, classification and saku-y) measured at .09, .03 and .08 respectively, none of which 
were significant at either the .01 or .05 level. Therefore, Hypothesis 15 did not hold in 
this study. 
Hypothesis 16 
Education timing, or the number of years since professional graduation is the other 
education variable which was expected to impact on vocational age. Specifically 
Hypothesis 16 states that 
H16: The timing of education will influence vocational age. 
Vocational age and educational timing were found to be strongly cortelated (.48 p > 
.01), again an expected result as the longer it is since graduation, the more time that 
person would have had available to work in their chosen career. Hypothesis 16 
therefore was supported by the data. 
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Hypothesis 17 
The final hypothesis to be tested was that conceming the relationship between age 
at graduation and vocational age. Hypothesis 17 states that 
H17: The age at which a person gains their professional qualifications will 
influence vocational age. 
Education age, the age at which the individual gained their "professional" qualification 
was found to be strongly negatively correlated with vocational age with a correlation 
coefficient of -.29 (p > .01). This is to be expected as the older a person is when they 
gain their professional qualification, the less time they will have had in their chosen 
profession. Hypothesis 17 also holds for the survey data. 
The analyses in this section relate specifically to the stated hypotheses implied by 
the model developed in Chapter 4. Given the findings of Hypotheses 6, 8 and 9 further 
analyses were carried out to investigate the additional issues of the effects of career 
intertuptions and gender on other variables in the model. 
Career Intermptions 
The different types of career intermptions, their prevalence and duration will now 
be examined. Although the interrupted career type is defined in Chapter 5 as referring 
to an employment pattern in which the individual experiences either five years 
continuous break from paid employment or several smaller breaks totalling seven years, 
the following discussion relates to any person who indicated that their career had been 
interrupted for any period of time for any reason. In the coding of the survey three 
specific reasons for interruptions were identified. These were family responsibilities, 
including child bearing and rearing (reason 1), study (reason 2) and travel (reason 3). 
In addition, reason 4 allows for an interruption which occurred for reasons other than 
those mentioned, for example illness, while reason 5 allows for multiple reasons for the 
respondents overall career interruption(s). While there is a clear gender bias in terms 
of the type and duration of intermption, it is important to note that not all women have 
had intermpted careers, nor have all men had unintermpted careers. 
Chapters 195 
Appendix 8.1 contains a series of tables relating to the effects of career 
intermptions. Tables 1 to 5 examine each of the reasons for an individual's career 
intermption in detail. Specifically, t-tests are carried out to determine whether there are 
significant differences between those whose careers have been intermpted for each of 
the above reasons and those who have not. The variables of interest here were the two 
career outcome variables, objective success (all three measures) and subjective success 
as well as employment age and vocational age. 
Those who had intertupted their careers due to family responsibilities, who 
incidentally were all female, differed significantly on all core model variables from 
those who had not with the exception of subjective success. Respondents who 
interrupted their careers in order to study differed significantiy only on the vocational 
age variable. This is not unexpected because it is likely that the reason the respondents 
took time off to study was to effect a change of vocational direction. Those who 
intermpted their careers in order to travel did not differ significantly on any variable 
while those who took time off for other reasons differed significantly on all three 
objective success variables. These results are summarised in Table 8.16 For details on 
the actual results and figures for each comparison see Appendix 8.1. 
Table 8.16. Summary of career differences according to reason for career 
interruptions 
Family 
Study 
Travel 
Other 
Overall^ 
OSl 
Yes 
No 
No 
Yes 
No 
0S2 
Yes 
No 
No 
Yes 
No 
0S3 
Yes 
No 
No 
Yes 
Yes 
SS 
No 
No 
No 
No 
No 
EA 
Yes 
No 
No 
No 
No 
VA 
Yes 
Yes^ 
No 
No 
Yes 
a Overall = career intermption for any reason 
b significant at the .05 level, all other significant relationships 
measured at the .01 level 
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From the Table 8.16 and the tables contained in Appendix 8.1, it is clear that 
women tend to have more career interruptions than men and that their career 
intermptions tend to be of longer duration. The length of time those men who had 
intermpted their careers for any reason varied from 1 to 8 years with an average of 2.47 
compared with women who had between 1 and 25 years out of the workforce with an 
average of 9.00 years. 
A cortelation carried out on the duration of career intertuptions on career 
outcomes yielded the following results. 
Job Title 
-.4441 ** 
Classification 
-.4322 * 
Salary 
-.5190 ** 
Subjective 
Success 
-.1919 ** YEARS 
** p < .01 
These figures imply that the longer the duration of interruptions to the individual's 
career for whatever reason, the lower the overall levels of objective success that person 
will achieve. 
Using a one way ANOVA to test for significance, significant relationships were 
found to exist between career type and subjective success. Those who followed 
intermpted careers had significantly lower levels of subjective success than those who 
followed different career patterns. Further testing using the ANOVA procedure, and 
contrasting those whose careers had been intertupted with each of the other type of 
career, confirmed these results with an F value of 4.02 making the difference significant 
at the .002 level. 
Gender Differences 
As was noted, most respondents who took time out of the labour force were 
women. In an overall comparison of the career experiences and outcomes of the males 
and females in the study significantiy different levels of objective success, employment 
age and vocational age were found. They did not however, differ significantly on the 
variable, subjective success. For details on these differences see Appendix 8.1, Table 6. 
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Gender Differences in Career Experiences and Outcomes 
Taking the experience variables first while employment age ranged from 19 to 47 
years for males with an average of 30.9 years, employment age for females ranged 
from 7 to 43 years with an average of 23.58. SimUarly, the vocational age scores 
differed significantly with men having an average vocational age of 23.9 years (range 1 
to 39) while the average vocational age for women was 16.84 years (range 1 to 43). 
One of the major hypotheses in the model is that objective success will be 
influenced by both employment and vocational ages. Using Pearson's correlation 
coefficient it was found that, overall, there was a significant positive relationship at both 
the .05 and .01 levels between employment age and each measure of objective success 
and between vocational age and objective success. The only relationship which was not 
significant was that between vocational age and job classification. When the sample 
was divided according to gender, however, the results were substantially different for 
males and females as outlined in Table 8.17. 
Table S. 17. Correlations between the "age" variables and objective 
success 
Employment age 
Overall 
Males only 
Females only 
Vocational age 
OveraU 
Males only 
Females only 
Job title 
.1364* 
-.2856** 
.1595* 
.1433* 
.0081 
.0938 
Classification 
.1512* 
-.2337** 
.1797* 
.1116 
-.0581 
.0957 
Salary 
.2242** 
-.2727** 
.2112** 
.2149** 
-.0071 
.1834 
* p < .05 ** p < .01 
The significance of the relationships between the two "ages" and the objective 
success measures vary considerably between male and female respondents and between 
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each of these groups and the overall sample. These gender differences are interesting 
in that the relationship between employment age and objective success is significant 
and negative for men while the opposite holds for women. This implies that at some 
point seniority, or long term experience, actually starts to work against men. The 
reasons for this are unclear and beyond the scope of this study but may be related to 
the negative age related stereotypes of older workers as discussed in Chapter 3. 
Overall, the career experiences and outcomes of the male and female respondents 
differed significantly, as did the career experiences and outcomes of those with 
intertupted as opposed to continuous careers. It is difficult to separate the influences 
of gender and career intertuptions due to the tendency for males to have continuous 
careers while females tend to have more extended intermptions. One way of doing this 
is to conduct the same t-tests as before on the basis of gender but testing separately 
those people who have had no interruptions compared to those people who have had 
career intermptions. The detailed results of these tests are contained in Appendix 8.1, 
Tables 7 and 8. 
It was found that by controlling the career intermption factor, males and females in 
the study differed significantly (at the .05 level) on only one of the variables tested, 
salary. Similarly, a comparison of those who had experienced career intermptions. for 
any reason and for any length of time, showed that the male and female respondents 
differed only on a single variable, employment age. This could be expected given that 
men tend to have career intermptions of much shorter duration than women. Further 
analyses, as summari.sed in Appendix 8.1 Table 9, show that the differences between 
the other objective success measures, job title and classification, are not significant 
when career intermptions are of five years or less duration. Table 10 in Appendix 8.1 
compares the career experiences of those women who have taken time out of the 
workforce compared to those women who have not. It is interesting to note that the 
groups varied at the .01 level of significance on job title and classification, at the .05 
level on salary, subjective success and employment age, but did not differ significantly 
on the final variable, vocational age. 
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Gender and Education 
The other group of variables identified in the model as being important influences 
on career outcomes, are the five education based variables. These are QUAL (number 
of qualifications), EDLEV (level of education reached, EDREL (the self reported 
relevance of these qualifications), EDAGE (age at which the individual achieved their 
"professional" qualification) and EDTIM (the the number of years since they 
graduated with their qualification). Qualifications include any post school certificate, 
trade qualification, diploma or degree. Overall, the number of qualifications held by 
respondents is summarised in Table 8.18 while the level of qualifications held is given 
in Table 8.19. 
Table 8.18. Number of qualifications held by respondents 
Male Female Overall 
0 
1 
2 
3 
4 
5 
6 
7 
5 
26 
32 
41 
19 
2 
0 
0 
(4.0%) 
(20.8%) 
(26.5%) 
(32.8%) 
(15.2%) 
(1.6%) 
(0.0%) 
(0.0%) 
25 
28 
57 
27 
20 
5 
1 
1 
(15.7%) 
(17.6%) 
(32.5%) 
(17.0%) 
(12.6%) 
(3.1%) 
(0.6%) 
(0.6%) 
30 
54 
84 
68 
39 
7 
1 
1 
(10.6%) 
(19.0%) 
(29.6%) 
(23.9%) 
(13.7%) 
(2.5%) 
(0.4%) 
(0.4%) 
Mean 2.39 2.08 2.22 
From Tables 8.18 and 8.19 it is evident that women tend on average to have fewer 
qualifications than men and also to have qualifications at a lower level. The males in 
this study held an average of 2.4 formal qualifications while the women held an average 
of 2.1. This difference was found to be significant at the .05 level when a t-test was 
conducted (t-value = 2.04). Chi-square tests were used to determine whether or not the 
level of the qualifications held differed significantly between males and females. The 
differences were found to be highly significant with a Pearson chi-square measure 
value of 40.53 (df=5). These differences represent another important factor which 
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needs to be taken into account when examining the reasons behind the overall lower 
workplace achievement levels of women compared to men in the 45 years and over age 
group. 
Table 8.19. Level of qualifications held by respondents 
Primary only 
Secondary only 
Trade 
Certificate 
Diploma 
Bachelors Degree 
P G Diploma 
Masters Degree 
Doctorate 
a Percentage ( 
b Percentage c 
Male 
2 (1.6%)^ 
1 (0.8%)^ 
8 (6.4%)^ 
17(13.6%)^ 
4 (3.2%)« 
44(35.2%)^ 
27(21.6%)^ 
18 (14.4% )a 
4 (3.2%)^ 
3f males only 
-)f females only 
Female 
7 (4.4%)^ 
20(12.6%)^ 
1 (0.6%)^ 
17(10.7%)-^ 
23(14.5%)^ 
52 (32.7%)^ 
29(18.2%)^ 
10 (6.3%)^ 
0 (0.0%)^ 
Overall 
9 (3.2%) 
21 (7.4%) 
9 (3.2%) 
34 (12.0%) 
27 (9.5%) 
96 (33.8%) 
56 (19.7%) 
28 (9.9%) 
4 (1.4%) 
In terms of the relevance of these qualifications to the type of work undenaken by 
the respondent, a self reporting evaluation was used. On the same five point Likert type 
scale from "strongly disagree" (1) to "strongly agree" (5) that was used to measure 
subjective success, participants were asked to respond to the following statement: "I 
find that my educational qualifications are very relevant to my curtent job". The 
following results were obtained (Table 8.20). 
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Table 8.20. Self reported relevance of educational qualifications 
Relevance 
1 
2 
3 
4 
5 
Mean 
Male 
6 
13 
14 
61 
31 
3.78 
(4.8%)^ 
(10.4%)^ 
(11.2%)^ 
(48.8%)^ 
(24.8%)^ 
Female 
1 
9 
19 
77 
53 
4.08 
(0.6%)^ 
(5.7%)^ 
(11.9%)^ 
(48.4%)^ 
(33.3%)^ 
OveraU 
7 
22 
33 
138 
84 
3.95 
(2.5%) 
(7.7%) 
(11.6%) 
(48.6%) 
(29.6%) 
a Percentage of males only 
h Percentage of females only 
This is the only education related variable in which women scored better than men in 
the survey. Again, a t-test was conducted to determine whether this difference was 
significant. With a t-value of 2.59 it was found that females perceived the relevance of 
their qualifications to their jobs to be significantiy greater than the men in the survey at 
the .01 level. 
These differences in education are imponant only if they are significantly related 
to the outcomes of an individual's career. First, correlations were carried to test for any 
relationship between the number of qualifications a person holds and their objective 
success. The results show that the number of qualifications held is significandy and 
positively correlated to each of the objective success measures. 
Overall 
QUAL 
Males onlv 
QUAL 
Females onlv 
QUAL 
Job Title 
.5929** 
.4564 ** 
.6806 ** 
Classification Salary 
.5521 ** .5864 ** 
.4632 * * 
.6260 ** 
.4575 * * 
.6874 ** 
* * p<.01 
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By reducing the objective success measures into high, moderate and low (see 
Hypothesis 6) comparisons were made between the achievements on the basis of level 
of educational achievement. The results of these comparisons are summarised in 
Appendix 8.1, Tables 11 and 12. Like the correlations above, the tables show a clear 
trend towards higher levels of education resulting in higher levels of objective success 
on all three measures. Educational relevance, however, was not significantly correlated 
with any of the objective success variables. 
Job Title Classification Salary 
EDREL .0952 .0310 .0796 
Multiple Regression Analysis 
The main relationships of interest in this model are those which impact on the 
respondent's career outcomes. Three measures of objective success have been used 
throughout this study: job title, classification, and salary. While all three measures can 
be classified as ordinal, objective success measure one, job title, is based on a subjective 
allocation of different job titles to different perceived levels of objective success. This 
first measure then may be considered to be too subjective to be included when testing 
more complex relationships including the overall model of career outcomes. For 
example, it is debatable whether certain classroom positions such as Advanced Skills 
Teacher can be adequately equated in terms of objective success with an administrative 
position such as Section Manager. Consequently it was decided to eliminate the job 
titie measure of objective success and to concentrate on the directly measurable job 
classification and salary aspects of objective success when testing the more complex 
relationships contained in the model. 
From the core model, three variables were expected to impact on objective success. 
These were employment age, vocational age and career type. Multiple regression 
allows for the combined effect of all three variables on the dependent variable, objective 
success, to be measured. In this section, separate analyses are carried out to measure 
the effect of the identified variables on each of the objective success measures retained. 
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For both 0S2, classification, and 0S3, salary, neariy a half of the variation in these 
variables was accounted for by the combination of the three core model variables 
employment age, vocational age and career type. Refer to Appendix 8.2 for a 
description of the variables used in the regression equations. The regression models 
being tested are as follows: 
Equation 8.1 
052 = Bl + 62 EA -^  B3 VA + 64TYPED1+ B5TYPED2+ 
B6TYPED3 + B7 TYPED4 + B8TYPED5 + B9 TYPED6 + ei 
Equation 8.2 
053 = Bl + B2 EA + B3 VA + B4 TYPED 1 + B5TYPED2 + 
B6TYPED3 + B7 TYPED4 + B8TYPED5 + B9 TYPED6 + ei 
Career type in this model is classified as a nominal level variable. Regression 
analysis is most suited to interval level data however, both ordinal and nominal data can 
be included in regression models through the use of dummy variables. In dummy 
variable coding the group being contrasted to the comparison group is assigned a value 
of 1 (Lewis - Beck, 1980). In this case the groups in the equation are the different 
career types. The comparison group in the model is assigned a value of 0 as are all 
other groups not involved in the contrast (Aitken & West, 1991; Pedhazor, 1984). 
Separate analyses were carried out for each of the dummy coded career types. 
The R2 value for Equation 8.1 where the second objective success variable, 
classification, was dependent was calculated as being .49460 which means that 49.5% 
of the variation in classification levels can be accounted for by the variables in the 
equation. For Equation 8.2 R2 was calculated at .46551. In both equations, the 
regression coefficients for the intertupted career pattern was significantly lower than 
those recorded for the remaining unintertupted careers. In terms of the model in which 
classification (0S2) is dependent, the regression coefficients for the different career 
types were as follows: linear, 5.0768; steady, 4.2021; static, .7501; interrupted, 
.2292; migratory, 1.068; and spiral, 1.4574. For the salary based model, the 
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regression coefficient for those with interrupted careers was not only much lower than 
the non-intertupted career types but is also negative. The regression coefficients 
calculated for the different career types were as follows when salary was dependent: 
linear, 3.6964; steady, 2.8464; static, 1.091; interrupted,-.7222; migratory, .6675; 
and spiral, 1.371. 
When the additional variables expected to impact on objective success are included 
from the expanded model, the regression equations become: 
Equation 8.3 
052 = Bl + B2 EA + B3 VA + B4TYPED1 + B5TYPED2 + B6TYPED3 
+ B7 TYPED4 + BSTYPED5 + B9 TYPED6 + BIO EDLEV + 
Bll EDREL + ei 
Equation 8.4 
053 = Bl + B2 EA + B3 VA + B4TYPED1+ B5TYPED2 + B6TYPED3 
+ B7TYPED4+ B8TYPED5 + B9 TYPED6 + BIO EDLEV + 
Bll EDREL + ei 
In testing these models, R2 increased to .68279 and .68014 for Equations 8.3 and 
8.4 respectively signifying that the expanded regression equations are better at 
explaining the variations in both objective success variables than the simpler equations 
derived from the core model. Again the regression coefficients of the intermpted career 
types were found to be significantly lower than the remaining non-interrupted career 
types in both expanded models. 
The other outcome variable, subjective success, was expected to be influenced by 
only two core model variables, objective success and career type. Objective success 
again was considered only in terms of job classification and salary with the job title 
aspect removed to avoid possible problems with subjectivity. The model tested was: 
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Equation 8.5 
SS = Bl + B2 0S2 + B3 0S3 + B4TYPED1 + B5TYPED2 + B6 
TYPED3 + B7 TYPED4 + B8 TYPED5 + B9 TYPED6 + ei 
The R2 value calculated for the equation was only .10382. In other words, only 
10.3% of the variation in subjective success scores could be accounted for by the 
identified variables. Only one additional variable from the expanded model was 
expected to have an influence on subjective success, that being chronological age. The 
expanded subjective success regression equation then reads as follows: 
Equation 8.6 
SS = Bl + B2 0S2 + B3 0S3 + B4TYPED1+ B5TYPED2 + B6 
TYPED3+ B7TYPED4 4- B8TYPED5-^ B9 TYPED6 + BIOCA + ei 
Again R- was calculated as being quite low at .10599. The inclusion of 
chronological age made only a minimal difference to the amount of variation in 
subjective success explained by the equation. Consistent with the findings of the 
objective success models, however, is that intertupted careers differed significantly 
from all others with a negative regression coefficient in both equations. Overall, the 
models given in Equations 8.5 and 8.6 do not represent a significant linear relationship 
between the variables objective success (measures 2 and 3), career type and age and the 
respondent's subjective success score. 
In both the measurement of the objective success regression equations and the 
subjective success equations those who followed intermpted career pattems were found 
to differ from those who did not. In all equations those with intertupted careers 
differed in that they were the only group with a negative cortelation coefficient. These 
results tend to indicate, therefore, that the career outcomes of those who follow 
intermpted careers cannot be explained in the same terms as those who do not. 
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Summary 
This chapter is the first of two which deal with the analysis of the data collected 
from the survey of employees aged 45 years and over in the Queensland Department 
of Education. The purpose of this chapter was to outline the main findings of the 
survey from a mainly descriptive point of view. This included outlining the disuibution 
of variables both overall and for specific groups, identifying those variables on which 
groups of respondents differed significantly from one another and measuring the 
cortelations between significant variables. In terms of the identified purposes of the 
study, this chapter focuses on providing the statistical details needed to describe the 
overall career experiences of workers aged 45 years and over. 
Each of the hypotheses contained in the model outlined in Chapter 4 was then 
tested on an individual basis. Overall, the majority of hypotheses were supported by 
the data. Of the 17 hypotheses tested only four were not fully supported. Hypotheses 
5 and 7 were only partially supported. Hypothesis 5, which proposes a relationship 
between vocational age and objective success, was supported for two out of the three 
elements of objective success (job title and salary) but not for the third (classification). 
Similarly the support for the relationship between career type and subjective success, 
Hypotheses 7, was inconclusive in terms of the specific predicted relationships. 
Hypotheses 13 and 15 were not supported. Hypothesis 13 proposed a relationship 
between chronological age and subjective success. The lack of support for this 
hypothesis was unexpected in light of the literature which indicates that the related 
concept of job satisfaction tends to increase with age. The final hypothesis not 
supported. Hypothesis 15, proposed a relationship between the relevance of educational 
qualifications and objective success. Again this finding was unexpected. 
From these initial analyses of the hypotheses a trend of gender differences for 
each of the variables contained in the core model, with the exception of subjective 
success, emerged. A summary was then given of differences in the model variables 
first in relation to career interruptions to maintain the work related focus and then 
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gender. The initial analyses were conducted on two variable bases using correlations, 
tests and crosstabs. The combined effects of the three core input variables employment 
age, vocational age and career type on objective success were then tested using multiple 
regression analysis. 
The purpose of the next chapter is to fulfil the second aim of Study 3, that is to test 
the whole proposed model of career outcomes rather than simply concentrating on 
specific relationships contained within it. This will be achieved by analysing the data 
using LISREL. The findings of these analyses as they relate to the existing literature 
will be discussed more fully in Chapter 11. 
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CHAPTER 9. TESTING THE MODEL 
While the previous chapter outiined the major descriptive statistics of interest, this 
chapter shows how these different variables are related in terms of the model developed 
in Chapter 4. Chapter 8 summarises the data in terms of individual hypotheses 
between pairs of variables while this chapter tests how well the data fit the model. The 
model developed is best described as a causal model as it attempts to demonstrate what 
factors will influence and, in effect, cause different career outcomes. Unlike the 
physical sciences in which causal relationships can be directiy tested through rigorous 
experimentation, causal inference in models and theories developed in the social 
sciences cannot be proved but rather are established as more or less reasonable relative 
to alternative explanations. In this chapter the results of the model testing are given. 
Interpretations as to the importance and relevance of these findings in conjunction with 
the descriptive statistics will be given in Chapter 11. 
Several methods and programs are employed to test causality in the social 
sciences. In this research the method used to test the hypothesised model is LISREL. 
Although the term LISREL strictiy refers to a software package developed by Joreskog 
and Sorbom in 1973, over the past twenty years it has come to have a much wider 
meaning. Through common usage LISREL now not only refers to the specific 
software package, but to an approach to data analysis based on statistical modelling. 
LISREL, or linear structural relationships, is essentially a combination of path analysis 
and factor analysis. By using this method it is possible to fit the best causal model to a 
given set of data in view of theoretical considerations. 
Analytical Methodology 
The LISREL model covers what is more generaUy refemed to as the covariance 
stmcture model, the analysis of covariance sd-ucture or sd-uctural equation modelling. 
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It is a very powerful analytical tool and is able to meet the needs of most causal 
modellers. Overall the LISREL program is able to handle latent or confirmatory 
factors, measurement errors and reciprocal causation and employs a wide range of 
methods including path analysis models, econometric models and confirmatory factor 
analysis (Long, 1983). The aim of LISREL is to achieve a reasonable fit for a given 
model so that the hypothesised stmctural and measurement relationships conform to 
the data collected to test the model. It achieves this by estimating the values of the 
parameters of the model, ie. the sd-ength of the relationships between variables within 
the model, and then testing the overall fit ofthe model to the data (Bynner & Romney, 
1985). 
Before applying the LISREL methodology to the testing of the model under 
discussion, a brief background to the technique will be given. Structural equation 
modelling allows the researcher to examine the interactional relationships between 
variables in an integrated and testable form. Each of these relationships is expressed in 
terms of putative cause and effect and represents a causal link rather than simply an 
observed association. While the variables contained in the model are not directly 
observable, they are measured in terms of observable indicators. Such variables are 
referted to as latent variables and may be exogenous (independent) or endogenous 
(dependent) (Fassinger, 1987). The three situations in which stmctural equations are 
most valuable are: 
1. when the observed variables contain measurement errors and the 
interesting relationship is among the tme or disattenuated variables; 
2. when there is interdependence or simultaneous causation among the 
observed response variables; and 
3. when important explanatory variables have not been observed. 
(Joreskog & Sorbom, 1988) 
Originally structural equation modelling assumed continuous variables and 
worked with covariances and product moment cortelations. More recent modifications 
to the LISREL methodology (from LISREL V) have removed this data restriction 
(Bynner & Romney, 1985). Consequently the program is now able to cope with data 
that is ordinal, interval, categorical, cross sectional etc (Fassinger, 1987). The types of 
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variables in the models tested in this chapter include: interval level data (employment 
age, vocational age, chronological age, education - timing and education - age); ordinal 
level data (objective success, subjective success, relevance of education and level of 
education); and, categorical data (gender and career type). 
The LISREL Model 
The LISREL model in its most general form consists of two parts: the 
measurement model and the structural equation model. The measurement model 
defines how the latent variables in the model are measured in terms of the observed 
variables or indicators. The second part of the model, the stmctural equation model, 
specifies the causal relationships among the variables and describes the causal effects 
and amount of unexplained variance in the model (Joreskog & Sorbom, 1988; 
Fassinger, 1985) . Alternatively, the measurement model can be thought of as the 
relationship of measures to the theoretical variables while the stmctural model describes 
the relationships among the theoretical variables (Mamymam & McGarvey, 1980). 
The first step in testing the complete model is to describe the main hypothesised 
relationships in the model in terms of a path diagram. In this study both the core 
model of career outcomes and the expanded model are developed in Chapter 4. 
Once the LISREL model has been specified, the parameter estimates are 
calculated. The LISREL program has the capacity to calculate any one of the following 
parameter estimates: instrumental variables (IV), two-stage least squares (TSLS), 
unweighted least squares (ULS), generalised least squares (GLS), maximum likelihood 
(ML), generally weighted least squares (WLS) and diagonally weighted least squares 
(DWLS). The three "classical" methods of parameter estimation are unweighted least 
squares, generalised least squares and maximum likelihood, all of which are iterative 
procedures in which a particular fit function is minimised by successively improving 
the parameter estimates (Joreskog & Sorbom, 1988). In the testing of the model in this 
study, maximum likelihood estimates are used. 
The aim of the maximum likelihood method is to identify "that value of the 
unknown parameter that maximises the probability (lUcelihood) of randomly drawing 
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the sample that was actually obtained" (Judge, Hill, Griffiths, Liitkepohl & Lee, 1988: 
63). SpecificaUy, maximum likelihood consists of three steps. First, an assumption 
that the observed variables have a multivariate normal distribution is made. Next a 
likehhood function equation is created which measures the probability of the particular 
set of dependent variable values observed occurring. Finally, the set of coefficient 
values which make the likelihood function as high as possible given the sample 
observations is estimated (Studenmund & Cassidy, 1987). The main reason for using 
maximum likelihood in testing the career outcome model is that it is particularly suited 
to the analysis of data from large samples. 
Goodness-of-Fit Statistics 
Having estimated the model and its parameters, the final step in the LISREL 
method is to estimate the goodness of fit of the model under consideration. The fit of 
the model to the data may be judged according to the following measures of overall fit; 
chi-square (%2 ), goodness-of-fit index (GFI), adjusted goodness-of-fit index (AGFI) 
and root mean square residual. Taking each in tum, the application and use of each test 
statistic will be briefly outiined. 
Although %2 may be derived theoretically as a test statistic in that it can be used to 
test the hypothesis that the model is plausible in the total population, it is rarely valid as 
such in empirical situations due to the restrictive assumptions which underlie its use. 
These assumptions are that "the observed variables have a multivariate normal 
distribution, the analysis is based on the sample covariance mattix (standardisation is 
not permitted) and the sample size is fairly large" (Joreskog & Sorbom, 1988). 
Specific problems with x^ include its sensitivity to sample size and to the violation of 
the multivariate normality assumption. The consequence of these is that the computed 
values of ^2 will be higher than would be expected due to the misspecification of the 
model. Instead it should be regarded as a measure of the goodness (or badness) of fit 
of the model to the sample data with large %2 values indicating a poor fit and small 
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values a good fit (Fassinger, 1987). In practice, %2 is used to compare the relative fit 
of alternative models. A large drop in ^2 between models compared to the change in 
the number of degrees of freedom indicates that the changes made to the model 
represent a real improvement (Carmines, 1986). The degrees of freedom in this case 
are calculated by subtracting the number of independent parameters under the null 
hypothesis model from the number of independent parameters under the alternative 
hypothesis model (Long, 1983). 
Alternative measures of overall fit calculated by LISREL are the goodness-of-fit 
index (GFI) and the adjusted goodness-of-fit index (AGFI) in which adjustments are 
made to take the degrees of freedom into account. These indices are considered by 
some writers to be preferable to %2 as they are less dependent on sample size and are 
relatively robust against departures from normality (Joreskog & Sorbom, 1988). 
GFls range in value from 0 to 1 and are most appropriately used in conjunction with 
the maximum likelihood and unweighted least squares methods and with sample sizes 
of at least 200 (Mulaik et al., 1989). While the statistical distribution of GFI is not 
known (which means that there is no standard with which to compare results) it can be 
used to compare the fit of different models for the same set of data. 
A second measure of overall fit calculated by LISREL is the root mean square 
residual (RMR). RMR is a measure of the overall residual variance in fitting each 
parameter to the sample data and is usually employed to compare the fit of two 
different models to the same data (Joreskog & Sorbom, 1988). The aim of making 
adjustments to the model is to reduce the RMR value which ideally should be very low, 
approaching 0 (Fassinger, 1987). 
In addition, three other statistics are useful in measuring the fit of the model to the 
data. These are rho (p), the normed fit index (NFI) and the parsimonious normed fit 
index (PNFI). Two important concepts which underlie these measures are the null 
model and the nested sequence of models. The null model is used as a basis for 
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comparison and is severely restricted. In most cases it assumes that all variables within 
the model are mutually independent The term "nested sequence of models" is used in 
two ways in the literature. One way is to refer to a parameter nested sequence of 
models in which the sequence of models have the same parameters but are ordered 
according to the a priori constraints placed on the parameters, eg. by setting a specific 
value or range of value on the parameters (Mulaik et al.,1989). The other way is to 
refer to a covariance matrix nested sequence of models. While each parameter nested 
sequence of models is unique, it is possible for a covariance nested sequence of models 
to correspond to any one of a number of distinct parameter nested models. 
Consequently, when used to refer to a covariance madix nested sequence of models, the 
term "nesting" is used in a less restrictive sense (Mulaik et al., 1989). 
Addressing each statistic or measure of fit in tum, the rho (p) statistic is used in the 
comparative testing of the model in question with the null model. Ranging in value 
from 0 and 1, p should have a value of at least .90 and preferably approach unity if the 
fit of the model is to be considered acceptable (Fassinger, 1987). 
The normed fit index (NFI) for comparing models described by Bentler and 
Boneu (1980) provides an index of the amount of information gained in a comparison 
of two hierarchical models against a given set of data and gives important additional 
information about the usefulness of competing models. Any one of a number of fit 
indices can be used as the basis for constructing the NFI depending on the estimation 
method used. For example the chi-square index would form the basis where either the 
maximum likelihood or generalised least squares method was used. When applied 
appropriately, the NFI can reflect the proportion of total information accounted for by 
the model in question (Mulaik et al., 1989). OveraU, an NFI value of more than .9 is 
considered to be adequate as models with indices lower than this are usually able to be 
improved substantially (Bentier & Boned, 1980). 
One of the problems associated with both the goodness of fit indices contained in 
the LISREL program and the normed-fit index is that it is possible to achieve goodness 
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of fit indices approaching unity simply by freeing up more and more parameters. To 
overcome this drawback, the parsimonious normed fit index (PNFI), an adjustment of 
the NFI, has been developed (Edwards, Baglioni & Cooper, 1990). The PNFI is a ratio 
with values between 0 and 1 which is calculated by multiplying the NFI of the model in 
question by the ratio of the degrees of freedom of that model and of the null model. It 
differs from the GFI by combining information about both the goodness-of-fit and the 
parsimony of the model into a single index. This aims to compensate for the increase in 
fit which tends to result from the estimation of more parameters. The main value of the 
PNFI is in the comparison of the quality of models which fit the data equally well. 
Where two models have similar GFIs, the more parsimonious model can be considered 
to be of a higher quality (Mulaik et al., 1989). Although as previously mentioned, GFI, 
AGFI and NFI all require a value of .9 or more to be considered adequate, critical 
values for PNFI have not yet been established (Edwards, Baglioni & Cooper, 1990). 
Testing the Model 
The first testing was carried out on the core model only with none ofthe additional 
influencers taken into account. Next the proposed model as outlined in Chapter 4 was 
tested for the whole sample. Based on the preliminary results of the survey as 
described in Chapter 8, two alterations were made before testing the model. First, the 
variable "objective success" (OS) was measured using the values of classification and 
salary only. The decision to remove job title from the calculations was made on the 
basis that of the three measures, it was the most subjective and could be considered to 
display more nominal data characteristics than the other measures. 
A second change was made concerning career type. As was shown in Chapter 8, 
the final distribution of respondents into career types was very uneven with the two 
multiple job categories, spiral and migratory careers, accounting for only 8.1% of the 
overall sample. To carry out a valid testing of the model using the LISREL method, 
relatively large samples are needed with variables being approximately normally 
distributed. Based on the overall sample size, a maximum of three career types was 
needed for the testing of the model to be considered valid. It was decided to 
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concentrate the career types into two categories, intermpted careers and non-interrupted 
careers which would, in the first instance, retain the non-gender specific aspect of the 
core model. An alternative division could have been made on the basis of traditional 
versus non-Q-adidonal career pattems, however, this was rejected as what is considered a 
traditional experience of work for males differs significantly from the traditional 
experiences of females. 
Core Model 
Referring to Chapter 4 the core model consists of five variables: vocational age, 
career type, employment age, objective success and subjective success. The 
measurement of these variables was discussed in Chapter 5 and the consd-uction of the 
subjective success scale in Chapter 6. In terms of the value of the modified career type 
variable, non-intermpted careers were allocated a value of 0 while intertupted careers 
were given a value of 1. An intertupted career is defined as one in which the 
respondent has a single continuous break of five years or more or several small breaks 
which add up to seven years or more. Although the variable "career type" has been 
altered for the purposes of testing the model, the original relationships proposed in the 
model have remained the same. 
The hypotheses contained in the proposed core model are as follows: 
1. (a) Vocational age will influence objective success; 
(b) Vocational age will influence career type; 
2. (a) Career type will influence vocational age; 
(b) Career type will influence employment age; 
(c) Career type will influence objective success; 
(d) Career type will influence subjective success; 
3. Employment age will influence objective success; 
4. Objective success will influence subjective success. 
The results obtained from the testing of the core model are summarised in Figure 9.1. 
With the exception of the proposed relationship between vocational age and objective 
success all of the hypotheses or relationships impUed by the core model held and were 
significant when tested using the overall sample data. In all the model diagrams those 
parameter values which are asterisked represent relationships which are significant at 
the .05 level based on two tailed tests of significance. 
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Figure 9.1. Whole sample test of the core model. 
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The fit statistics obtained for the core model are: 
1. x2(2) =2.74 (p = .254) 
2. AGFI = .964 
3. RMR = .028 
What this means in terms of the study is that the overall objective success 
achieved by those employees aged 45 years and over is significantly influenced by 
both the length of time that they have spent in the workforce and by whether or not they 
have experienced an intemipted career. The stronger of these two influences is whether 
or not the respondent had a break from the workforce of five years or more rather than 
total years of experience. OveraU objective success, however, was not significantly 
related to the individual's experience within the field in which they are currently 
employed. The fit statistics, a low %2 ^ nd RMR combined with an AGFI well above 
the critical value, imply that the core model fits the overall data very well. 
In the original formulation of the model the relationship between career type and 
subjective success was included to allow for differences between, for example spiral, 
migratory and linear careerists. It is interesting to note that the relationship between 
career type and subjective success holds even with the division between career types 
being made purely on the basis of career intertuptions. Those who have experienced an 
intermpted career are less satisfied with their overall level of success than those who 
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have experienced a non-intertupted career. The final expected relationship which held 
is that between objective and subjective success, ie. tiie more the individual has achieved 
objectively, the more satisfied they reported themselves to be with their success in the 
workplace. 
Expanded Model (Whole Sample) 
In testing the expanded model (see Chapter 4) on the whole sample the variable 
"career type" has been dropped. This was done because the main focus of the 
secondary testing of the model is to measure the differences between the career 
experiences and outcomes of those who have followed intermpted careers compared 
with those who have followed non-intermpted careers. This is achieved by testing the 
model first, with the data from the sub-sample of respondents who have experienced 
intermpted careers and then separately testing the model with the sub-sample of those 
respondents who have had non-intertupted careers. Consequently, the career type 
variable becomes superfluous in the model. 
The additional relationships implied by the original expanded model can be 
sutnmarised as follows: 
1. (a) Gender will influence vocational age; 
(b) Gender will influence employment age; 
2. Employment age will influence subjective success; 
3. (a) EDAGE, the age at which a person gained their professional 
qualifications, will influence vocational age; 
(b) EDAGE will influence employment age; 
4. (a) EDTIM, the number of years since the individual gained their 
professional qualifications, will influence vocational age; 
(b) EDTIM will influence employment age; 
5. EDREL (the relevance of an person's qualifications to the 
position they now hold) will influence their objective success; 
6. EDLEV, the level of a person's qualifications, will influence 
their objective success; 
7. (a) Chronological age will influence employment age; and 
(b) Chronological age will infiuence subjective success 
The measured relationships between the variables or parameters of the model are 
given in Figure 9.2. Overall the following relationships were found to be significant. 
Gender was significantly related to both vocational and employment age with female 
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respondents having significantly lower "ages" than males. EDAGE was also 
significantiy related to both vocational and employment age while EDTIM was 
significantly related to vocational age only. Chronological age, on the other hand, was 
a significant influence only on employment age. Both employment age and the level of 
education achieved were significantiy and positively related to objective success while 
objective success was found to be the only significant infiuence on subjective success. 
Figure 9.2. Expanded model - overall sample. 
GENDER 
-0.48 
0.18 
EDAGE 
0.58 
Fit Statistics 
1. %2(n) =114.99 (p = .000) 
2. AGFI = .73 
3. RMR = .074 
AGE -0.01 
0.59 
EDTIM 
EDLEV 
EDREL 
As can be seen from the above statistics, the fit of this particular model to the survey 
data is not particularly good with a high x^ statistic and an AGFI value of .73. 
Modified Expanded Model (Whole Sample) 
Several changes were suggested by the LISREL program to improve the fit of the 
model. These changes were that: 
1. Gender will infiuence objective success; 
2. Vocational age will influence employment age; 
3. EDAGE wiU influence objective success; and 
4. The relevance of a person's qualifications to the position they now 
hold will infiuence their subjective success. 
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As well as including these new relationships, tiie modified expanded model differs 
from the original expanded model in that it removes the hypothesised relationships 
between vocational age and objective success, employment age and subjective success, 
and chronological age and subjective success. The relationship between EDREL and 
success is modified so that EDREL is now expected to influence subjective rather than 
objective success. The results obtained from testing the modified model with the 
overall sample data are given in Figure 9.3. 
Figure 9.3 Modified model - overall sample. 
GENDER 
EDAGE 
EDTIM 
EDLEV 
0-00 ^ SS ) 0.24* EDREL 
0.49 
AGE 
Fit Statistics 
1- X2(17) =43.75 (p 
2. GFI = .966 
3. RMR = .045 
.000) 
All the hypothesised relationships in the modified model proved to be significant 
with the exception of that between employment age and subjective success. In temis of 
the modified core model this means than while vocational age does not directly 
infiuence objective success, it does impact on employment age which is a significant 
influence. Similarly, while chronological age does not directly infiuence objective 
success, it too is significantly related to employment age. 
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In testing the modified expanded model, objective success remains a major 
influence on subjective success. A second important influence, the relevance of 
educational qualifications (EDREL), was also identified. Gender was found to have a 
significant, negative relationship to employment age, vocational age and objective 
success. This means that the women in the study had lower employment ages, 
vocational ages and objective success levels than the men surveyed. In terms of 
education, higher level qualifications tend to lead to higher levels of objective success. 
The longer the period elapsed since the respondent gained their professional 
qualifications the higher their levels of objective success. Finally, EDAGE, the age at 
which the respondent gained their professional qualifications is significantly negatively 
related to vocational age, employment age and objective success meaning that the older 
the respondent was when they graduated, the lower the values of each of the preceding 
variables. Table 9.1 gives a comparison of the fit statistics for the null model, the 
original model and the modified model when tested on the overall sample. 
Table 9.1. 
X2 
df 
%2A 
dfA 
RMR 
AGFI 
P 
NFI 
PNFI 
Summary fit statistics for overall sample 
Null Model 
1068.88 
45 
— 
— 
.25 
M 
-
— 
— 
Model 1 
114.99 
17 
953.89 
28 
.07 
.73 
.75 
.91 
.34 
Model 2 
43.75 
17 
71.24 
0 
.04 
.89 
.93 
.98 
.37 
The null model, which assumes that there is no relationship between the variables, 
clearly does not hold with very large %2 and RMR values combined with low goodness 
of fit (.507). When the hypothesised relationships in the original model are imposed, 
there is a major improvement in all fit statistics although neither the GFI nor p values 
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reach the critical .9 level. When the modified model parameters are imposed the fit 
improves again. In terms of each fit statistic, %2 reduces by 1025.13 from the null 
model while losing 28 degrees of freedom and 71.24 from the original model 
parameter estimates while maintaining the same number of degrees of freedom. 
Similarly the RMR reduces by .174 from the null to the original model, and by .029 
from original to modified model while the AGFI increases by .219 and .164 
respectively to reach .89 which is only .01 less than the critical value. When comparing 
the original and modified models, the value of p increases from .747 to .931 when the 
modified parameters are imposed. The NFI reaches the critical value of .9 in both 
instances. Although the PNFI values are relatively low, there is an improvement in 
parsimony between the original and modified models. 
Expanded Model (Career Type) 
The above testings of the model, both in its original and modified forms, were 
carried out on the overaU sample. The main focus of this study has been how work 
related variables impact on career outcomes. To measure the impact of career type on 
the value of the relationships contained in the model, both the original and expanded 
models were tested on the sample according to whether the group under consideration 
had experienced an interrupted or non-intermpted career. The models were first tested 
on the whole group imposing common parameter estimates for the relationships in the 
model. Separate parameters were then estimated for each group under consideration. 
While the actual results of this testing of the model are contained in Appendix 9.1, 
Table 9.2 summarises which relationships were significant. Also contained in Table 
9.2 is a summary of the results obtained when the models were tested on the basis of 
gender. 
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Table 9.2. Summary parameter estimates for the original model 
Relationship 
Gender VA 
Gender EA 
VA OS 
EA OS 
EA SS 
OS SS 
EDAGE VA 
EDAGE EA 
EDTIM VA 
EDTIM EA 
EDREL OS 
EDLEV OS 
AGE EA 
AGE SS 
Intertupted vs 
Non-intermpted 
Common 
Parameters 
YES (-) 
NO 
NO 
NO 
YES 
YES 
YES (-) 
NO 
YES 
NO 
NO 
YES 
YES 
NO 
Separate 
Parameters 
Non-
Intermpt 
YES (-) 
YES(-) 
NO 
YES 
NO 
NO 
YES (-) 
NO 
YES 
NO 
NO 
YES 
YES 
NO 
Intermpt 
NO 
NO 
NO 
YES 
YES 
NO 
YES(-) 
NO 
YES 
NO 
NO 
NO 
NO 
YES 
Male vs Female 
Common 
Parameters 
-
-
YES(-) 
YES 
YES 
YES 
NO 
NO 
YES 
NO 
NO 
YES 
YES 
NO 
Separate 
Parameters 
Female 
-
-
NO 
YES 
NO 
YES 
YES 
NO 
YES 
NO 
NO 
YES 
YES 
NO 
1 
Male 
-
-
NO 
YES 
YES 
YES 
NO 
NO 
YES 
NO 
NO 
NO 
YES 
NO 
In testing the original expanded model on the basis of career type, seven 
relationships were found to be constant both when common parameters were imposed 
as well as when separate parameters were calculated for intermpted and non-interrupted 
careers. The significant relationships were those between EDTIM (years since 
graduation) and vocational age (positive), chronological age and employment age 
(positive) and EDAGE (age at graduation) and vocational age (negative). Four of the 
proposed relationships were found not to be significant in any of the tests. These were 
those proposed between vocational age and objective success, EDREL (relevance of 
educational qualifications to the position held) and objective success, EDAGE and 
employment age and chronological age and subjective success. 
Results varied according to the situation for the other relationships proposed in the 
model. Gender, while found to have a significant negative relationship to vocational age 
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in both the common parameter and separate parameter (non-intemupted) models, was 
not significant when tested on the intermpted career group in die sample. Similariy, the 
influence of gender on employment age was found to be significant (and negative) in 
the case of non-interrupted careers, but was not significant in the common parameter 
model or the intermpted career separate parameter model. The pattems of significance 
are consistent for the influence of employment age on both objective and subjective 
success with both the common parameter and separate parameter (intermpted) models 
measuring a significant positive relationship. No significant relationship was found 
between employment age and "success" for the non-intemupted sample. The same 
pattern of significance was also recorded for the influence of objective success on 
subjective success. Finally, EDLEV (level of education achieved) was found to be 
significantly positively related to objective success for both the common parameter and 
non-intermpted separate parameter models while not being significant for those with 
intertupted careers. What this means is that the importance of different relationships 
contained in the model vary considerably for those who have experienced interrupted 
careers as opposed to those whose careers have been unintermpted. 
Interrupted Careers 
In summary, the career outcomes of those who have experienced intermptions to their 
careers are directly affected by the following. Both objective and subjective success are 
directly influenced by employment age. The specific outcome variable subjective 
success is also directly affected by the other outcome variable, objective success. 
Although chronological age is not directly significantly related to either of the career 
outcome variables, it does have a significant influence on employment age. Finally, 
vocational age is significantly influenced by both EDAGE (negative) and EDTIM. 
Non-interrupted Careers 
For those whose careers have not been intertupted only one variable, EDLEV had a 
direct significant influence on career outcomes. As was the case with interrupted 
careers, vocational age was dhectly influenced by both EDAGE and EDTIM. The non-
intertupted group was also directly but negatively affected by gender with females 
having a significantly lower average vocational age. Similarly, the relationship between 
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employment age and gender was negative and significant. Chronological age was again 
a significant influence on employment age. Taking the original expanded model as a 
whole and testing how well it fits the data in each case gave the following results. 
Table 9.3. Summary fit statistics for the original model - comparisons based on 
career type 
X^ 
df 
X2A 
dfA 
RMR 
GFI 
P 
NFI 
PNFI 
Null Model 
1181.21 
90 
-
— 
.30 
.51 
— 
-
-
Common 
Parameters 
390.24 
52 
790.97 
611.51 
.19 
.72 
.46 
.70 
.41 
Separate 
Parameters 
179.46 
36 
38 
16 
.16 
.86 
.67 
.87 
.35 
The fit of the model clearly improves when the parameters are separately estimated 
for interrupted careers as compared with non-intertupted careers. Overall, however, 
although the fit improves, it does not reach the specified critical level of .9 for any of 
the relevant statistics. Also, the RMR and %2 both remain quite high. 
Modified Expanded Model (Career Type) 
Next the same data and groups were tested using the modified model to determine 
whether or not it is more appropriate in explaining the career outcomes of the sample 
respondents. The results of these tests are summarised in Table 9.4. 
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Table 9.4. Summary parameter estimates for the modified model 
Relationship 
Gender 
Gender 
Gender 
VA 
EA 
EA 
OS 
VA 
EA 
OS 
EA 
OS 
SS 
SS 
EDAGE VA 
EDAGE EA 
EDTIM 
EDREL 
EDLEV 
AGE 
VA 
SS 
OS 
EA 
Intertupted vs 
Non-intermpted 
Common 
Parameters 
YES(-) 
YES(-) 
YES(-) 
YES 
YES 
NO 
YES 
YES(-) 
YES(-) 
YES 
YES 
YES 
YES 
Separate 
Parameters 
Non-
Intermpt 
YES(-) 
YES(-) 
YES(-) 
NO 
YES 
NO 
NO 
NO 
NO 
YES 
YES 
YES 
YES 
Intermpt 
NO 
YES(-) 
NO 
NO 
YES 
NO 
YES 
YES(-) 
YES(-) 
YES 
YES 
NO 
NO 
Male vs Female 
Common 
Parameters 
-
-
-
NO 
YES 
YES 
YES 
NO 
NO 
YES 
NO 
YES 
YES 
Separate 
Parameters 
Female 
-
-
-
YES 
YES 
NO 
YES 
NO 
YES(-) 
YES 
NO 
YES 
YES 
Male 
-
-
-
NO 
YES 
YES 
YES 
NO 
YES (-) 
NO 
NO 
NO 
YES 
Although some of the proposed relationships differ between the original and 
modified models, some not only remain the same, but display the same patterns of 
significance as were found by testing the original model. SpecificaUy, the significance 
ofthe relationships between gender and vocational age, objective success and subjective 
success, EDTIM and vocational age, and EDLEV and objective success are the same 
for both the original expanded model and the modified expanded model. Four 
relationships in the modified model were found to be constant across categories: 
gender and employment age (significant and negative); employment age and objective 
success (significant and positive); employment age and subjective success (not 
significant) and EDREL and subjective success (significant and positive). Of those 
relationships which were measured in both the original expanded model and modified 
expanded model but which had different levels of significance the changes are as 
follows: the relationship between EDAGE and vocational age while significant and 
negative in the non-intertupted original model is now not significant; the relationship 
between chronological age and employment age is no longer significant for those with 
intermpted careers; and the relationship between EDAGE and employment age which 
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was previously not found to be significant is now significant and negative for both the 
common parameter model and the intermpted career group. 
Finally, three new relationships were tested in the modified model. These were 
between gender and objective success, vocational age and employment age, and 
EDAGE and objective success. When measured directly rather than indirectly the 
relationship between gender and objective success was found to be significant and 
negative for both the common parameter and non-intermpted career models. The same 
pattem of significance can be seen when testing the relationship between EDAGE and 
objective success. The relationship between vocational age and employment age, while 
found to be significant in the common parameter model, was not significant in either of 
the separate parameter models. 
Interrupted Careers 
The significant relationships between variables in the modified model for those who 
have experienced interrupted careers retain some of the elements of the original model. 
Specifically, the main influence on objective success is still employment age, subjective 
success is still influenced by objective success and vocational age is still influenced 
significandy by EDAGE and EDTIM. Differences arose, however, in the impact of 
variables on subjective success and employment age. Subjective success is now also 
directiy affected by EDREL. Employment age is no longer directly influenced by 
chronological age. Instead it is affected by both gender (significant and negative) and 
EDAGE (significant and negative). This means that the females in the study have 
significantly lower employment ages than the males while the older a person was at 
their graduation (high EDAGE) the lower their employment age will be. 
Non-interrupted Careers 
For those whose careers were non-intertupted the EDLEV influence on objective 
success remains but is joined by three other variables gender (significant and negative), 
employment age and EDAGE (significant and negative). EDREL is now a significant 
influence on subjective success while the relationships between gender (negative) and 
EDTIM are both significant. Finally, the influences on employment age remain the 
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same between the original and modifled model for non-intermpted careers with gender 
(significant and negative) and age being the two important variables. 
In terms of the fit of the model to the data, the following results (Table 9.5) were 
obtained. While the fit of the model can be seen to improve substantially from the null 
model to the common parameter model and again from the common parameter to 
separate parameters model, the overall fit statistics are not particularly high. Only the 
NFI reaches the critical level. Although the GFI result approaches .9, it is still not 
adequate. 
Table 9.5. Summary fit statistics for the modified model - comparisons based on 
career type 
5C2 
df 
X2A 
dfA 
RMR 
GFI 
P 
NFI 
PNFI 
Null Model 
1181.21 
90 
— 
.30 
.51 
— 
— 
-
Common 
Parameters 
450.97 
51 
730.24 
39 
.21 
.64 
.35 
.65 
.37 
Separate 
Parameters 
139.37 
34 
590.87 
17 
.15 
.85 
.74 
.91 
.34 
When comparing the relative fit statistics of the original expanded model and the 
modified expanded model, the results are mixed with the modified model showing a 
slightly better overall fit than the original model. It would appear, however, that when 
comparisons are made based on career type that the model does not adequately explain 
the career outcomes of those in the study and that there is a second underlying factor 
which is more important. Given the strength ofthe relationships between gender and 
significant core model variables, both models were retested using male versus female 
data. 
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Expanded Modified Model (Gender) 
The results obtained when the models were tested according to gender rather than 
career type are summarised in Tables 9.6 and 9.7. No gender relationships are 
included in the model although all other relationships remain the same. 
Taking the original model first, four relationships are constant not only across the 
common versus separate parameter estimates based on gender but also across the 
interrupted versus non-intertupted models. These are the relationships between 
chronological age and employment age, EDAGE and employment age, EDREL and 
objective success, and chronological age and subjective success. Of these only one is 
both consistent and significant, that between chronological age and employment age. 
The relationships between employment age and objective success, employment age and 
subjective success, and objective success and subjective success were also both 
constant and significant across three categories (common parameters, separate 
parameters - female and separate parameters-male) but not when measured according to 
career type. EDLEV and objective success, and EDTIM and vocational age were 
found to be significantly related to objective success for both the common parameter 
estimates and for the female group but not for males. Vocational age was significantly 
influenced by EDAGE only for the female group. Finally, vocational age was found to 
be a significant but negative influence on objective success only in the common 
parameter model. 
What this means overall is that the career outcomes of the women in this sample 
have been directly influenced by employment age (objective and subjective success), 
objective success (subjective success) and their level of educational qualifications 
(objective success). The outcomes of the men's careers were similarly influenced by 
employment age and subjective success but were not significantly affected by 
educational qualifications. Two other education based differences were also found in 
the careers of men and women these being that while the vocational age of women is 
influenced by both EDAGE and EDTIM, neither are significant in the case of the men 
in the sample. This implies that the men in the sample tend to have been consistently 
employed since graduation. 
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Comparing Tables 9.3 and 9.6, the results are inconsistent in that while the 
common parameter model appears to fit the male versus female data better than the 
interrupted versus non-interrupted data, the fit statistics for the separate parameter 
estimates are better for the comparisons based on career type. In both cases, however, 
the original model, whether measured using common parameter estimates, or separate 
parameter estimates, does not fit the data particularly well with none of GFI, p (rho) or 
NFI reaching the critical value of .9. 
Table 9.6. Summary fit statistics for the original model - comparisons based on 
gender 
%2 
df 
X2A 
dfA 
RMR 
GFI 
P 
NFI 
PNFI 
Null Model 
Parameters 
1,246.29 
72 
— 
— 
.28 
.55 
— 
— 
— 
Common 
Parameters 
327.68 
46 
918.61 
26 
.13 
.80 
.62 
.76 
.49 
Separate 
80.84 
32 
246.84 
14 
.14 
.78 
.63 
.76 
.50 
Modified Expanded Model (Gender) 
When the modified expanded model was imposed, certain relationships remained 
constant when compared with the original expanded model. In particular, the 
relationships between employment age and objective success, objective success and 
subjective success, and chronological age and employment age remained significant in 
all cases. The relationship between EDREL and subjective success was consistent but 
not significant for either the common or separate parameter estimates while the 
relationship between EDAGE and vocational age was not significant for either males or 
females. The relationships between EDTIM and vocational age, and EDREL and 
objective success remained significant for the common parameter estimates and female 
data but was not significant for the male data. Employment age was significantly 
influenced by vocational age only in the case of the females in the sample and was 
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negatively affected by EDAGE for both males and females. EDAGE also had a 
significant negative effect on objective success for females. Finally the relationship 
between employment age and subjective success was found to be significant for the 
common parameter estimates and the male group in the sample. 
Women 
In summary the main influences on women's objective success as measured by the 
modified expanded model of career developed are as follows: employment age, 
vocational age, level of education and age at graduation (significant negative influence). 
Subjective success remains significantly influenced by objective success. Employment 
age, an important influence on objective success is itself affected by chronological age, 
EDAGE (negative) and vocational age. Vocational age in turn was influenced by 
EDTIM. 
Men 
In contrast to the women in the study the men had only one significant influence on 
their objective success, employment age. Subjective success was significantly 
influenced by both objective success and employment age. Employment age was 
influenced by chronological age and EDAGE (negative). No significant influences 
were found on vocational age for the men. 
Table 9.7 shows that the modified model is the most effective in explaining ciu"eer 
experiences and outcomes for the data being tested. This is particularly the case when 
separate parameters are estimated for the male and female data. Each of GFI, p and 
NFI reach the critical .9 level while at the same time both RMR and ^2 have low values. 
For the same number of degrees of freedom, the modified model when tested on a 
gender basis (separate parameter estimates) has a x^ value of only 54.26 compared 
with 139.37 when tested according to career type. Similarly, RMR drops from . 153 to 
.037. 
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In determining the fit of the modified model to the data on the basis of gender 
rather than career type the following results were obtained. 
Table 9.7. Summary fit statistics for the modified model - comparisons based on 
gender 
12 
df 
X2A 
dfA 
RMR 
GFI 
P 
NFI 
PNFI 
Null Model 
1,246.29 
72 
— 
.25 
.55 
— 
— 
— 
Common 
Parameters 
332.26 
47 
914.03 
25 
.14 
.78 
.63 
.76 
.50 
Separate 
Parameters 
54.26 
34 
278.00 
13 
.04 
.96 
.98 
.99 
.47 
Summary 
Using the LISREL methodology three variations on the career model were tested 
in this chapter using the data obtained from the Queensland Department of Education. 
These were (a) the five variable core model, (b) the original expanded model proposed 
in Chapter 4 and (c) a modified version of the expanded model. After analysing the 
descriptive statistics in the preceding chapter, two changes were inade to the expanded 
model. First, only two categories of career type were used, intertupted and non-
interrupted. (interrupted=l, non-intertupted=0) and second, the overall variable 
"objective success" was measured in terms of job classification and salary only. 
The core model, which forms the basis of the other two models, fitted the data very 
well with low x^ and RMR values combined with a high AGFI (.964). Each of the 
proposed relationships within the model was also found to be significant with the 
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exception of that between vocational age and objective success. When the model was 
extended, however, to include variables which it was expected would influence each of 
the core model variables, the flt of the overall expanded model to the data was not as 
good. Initially, the expanded model was tested on the overall sample data. Although 
the fit of the expanded model was substantially better than that of the null model 
indicating that significant relationships between the variables did exist, only NFI 
reached the critical level of .9. Several modifications to the model were made on the 
basis of these results. The modified expanded model was found to fit the data better 
with both p and NFI values above the critical level (.9) and the AGFI value (.89) 
approaching it. 
The main focus of the overall study has been to determine how the past workforce 
experiences of those workers aged 45 years and over have influenced their current 
work status and career outcomes. To determine whether or not career type is a 
significant influence on overall career outcomes both the original and modified 
expanded models were tested on the interrupted versus non-interrupted career data. 
When common parameter estimates were imposed on both groups, the fit of the model 
was fairly poor with low GFI, p and NFI values. Although an improvement was 
evident when separate parameters were estimated, the overall fit was still not good with 
none of the statistics reaching the .9 value. Similarly, although the fit of the modified 
model improved when separate parameters were estimated, overall only one statistic 
(NFI for separate parameter estimate) was significant. These results imply that career 
type is not the main underlying cause of career outcome differences. 
A second testing of the expanded models was undertaken on a gender basis. 
Although the original intention of this study was to approach the issue of what 
influences career outcomes from a career experience rather than a gender perspective, 
strong relationships were evident between gender, employment age and objective 
success. On a gender basis, the results obtained from testing the original model were 
mixed. Although better fit statistics were obtained for p when separate parameters were 
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estimated, the results for GFI and NFI were slightly better when common parameters 
were imposed. When the modified model was tested, however, the separate parameter 
estimates yielded the best fit results of any of the testings of the models. The GFI, NFI 
and p values were all well above the critical level while the y^ and RMR values were 
both low. 
These results indicate first, that the modified expanded model is the most 
appropriate in explaining the career outcomes of the respondents in the sample tested 
and second, that gender rather than career type is the more significant variable in 
accounting for differences in career outcomes. 
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CHAPTER 10. STUDY 4: IN-DEPTH INTERVIEWS 
The preceding two chapters discuss the analyses of the survey data collected to test 
the model of career outcomes. Initially both the proposed relationships and model 
were tested on the whole sample. Although some gender differences were expected, the 
degree and extent ofthe differences recorded in Study 3 were greater than anticipated. 
Women were expected, on average, to have lower levels of work experience than men. 
This in turn, would have a flow on effect to objective success. Even when allowances 
were made for variables such as career interruptions, women with the same level of 
experience, both in the workforce and their professions, were found to have lower levels 
of measurable success than men. This direct relationship was not anticipated by the 
model. 
Moreover, despite showing significantly lower levels of objective success, the 
women in the study reported slightly higher levels of subjective success than the men. 
This finding is most unexpected but one which potentially has implications for the 
Queensland Department of Education. This issue is addressed in Study 4 through the 
use of in-depth interviews with Departmental employees. The aim of Study 4 is to 
explore why women in the study consider themselves at least as successful as the men 
despite achieving demonstrably lower levels of objectively measurable success. The 
next section reviews the findings of the thesis so far in order to clearly establish the 
focus and significance of the final study in this project. 
Summary of Findings: Studies 1, 2 and 3 Whole Sample 
When tested on the whole sample, it was found that the core model (see Chapter 4) 
of purely work related variables fitted the data very well. This suggests that the 
relationships between the work experience and career outcome variables proposed in 
the core model provide a good explanation of career success. When the model was 
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expanded to take into account additional non-work variables including gender, 
education and age the fit was not very good. Even when modifications were made to 
the model, the best fit for the common parameter estimates for the whole sample did not 
approach the fit of the initial core model. 
When relationships were tested on an individual basis rather than as part of the 
entire model, the following results were found to be common to the whole sample. The 
career experience or seniority variables of employment age and vocational age were 
strongly correlated not only with overall objective success but also with each individual 
measure of objective success (job title, classification and salary). In the initial analysis 
when all six types were tested, career type was found to be an influence on overall 
career outcomes. Overall, respondents following linear or steady careers had 
significantly higher levels of objective success. On the other hand, those respondents 
who had followed an interrupted career pattern were significantly less successful. 
When measured as part of the model, career type was reduced to two categories: 
intertupted and non-interrupted. The other main influence on objective career 
outcomes was education. In particular, it was found that the number and the level of 
qualifications had a significant and positive impact on objective success. Also a high 
level of objective success was significantly and positively cortelated with subjective 
success. 
Of major interest in Study 4 is that consistentiy women had lower levels of 
objective success than men. While this does not necessarily mean that women will 
automatically have a lower level of success than men, it does imply that there are 
significant differences between the men and women surveyed. 
Gender Differences: Studies 1, 2 and 3 
When the data were analysed on a gender basis, the same models could not be 
used to explain male and female objective success rates. The expanded modified model 
achieved its best fit when separate parameters were estimated for men and women. For 
a summary of significant relationships, see the separate parameter testings of the 
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modified model in Table 9.2. From a gender perspective, a major finding of the testing 
of the model in Study 3 relates to education. For women, the level of education 
achieved had a direct and positive impact on objective success. For the men, a direct 
relationship did not exist between level of education and objective success. 
On an individual relationship basis, significant gender differences were found in 
the following areas. Men had significantly higher levels of education, had more 
qualifications and more labour force experience in terms of both employment and 
vocational ages. In contrast women had more career interruptions and longer periods 
out of the labour force as well as having qualifications with higher levels of reported 
relevance. 
What is important about each of these differences is that men consistently scored 
higher in areas which directly and positively impact on overall objective career success. 
While employment age, vocational age and number and level of qualifications were 
significantly and positively correlated with high levels of objective success, educational 
relevance was not significantly correlated with career outcomes. Career interruptions 
had a negative effect on success. It could be argued, therefore, that gender alone is an 
insufficient reason to account for lower levels of objective career success. Rather 
gender variables operate in conjunction with one or more additional influencing factors. 
Overall, the results from Studies 1, 2 and 3 suggest that women were significantly 
less successful than men on all three measures of objective success (job title, 
classification and salary). This is consistent with the findings of previous studies on 
success of women in the labour force (Spitze, 1988; Stewart & Greenhalgh, 1984). 
For both men and women the predicted relationship was supported between objective 
success and subjective success. When tested in terms of each component of objective 
success, only job titie was significantly cortelated with subjective success for men. All 
three measures were significantly correlated for women. For women, the strongest 
relationship exists between salary and subjective success. 
Chapter 10 237 
Despite their demonsd-ably lower levels of objectively measurable success, women 
scored slightly above the men in terms of average subjective success. What this 
indicates is that the women surveyed felt at least as successful as men, despite being in 
lower level positions and being paid significantly less. While many studies have been 
conducted on the persistence of the gender wage gap, the acceptance by women of 
lower levels of objective success is a major finding of the survey and one which merits 
further investigation. 
Study 4: Women and Subjective Success 
The literature explains why women are as satisfied with their objective levels of 
success as men (despite being demonstrably less successful) in a number of ways. 
First, it is generally reported that women have lower expectations of achievement than 
men. Consequently, they will set lower targets and will be more satisfied with lower 
levels of achievement than men. Furthermore, it is also argued that women define 
success differendy to men and measure success in terms of different attributes. 
As outlined in Chapter 2, attempts have been made recently to develop female 
specific models and theories of career (for example, Astin, 1984; Betz & Fitzgerald, 
1987; Sanguilano, 1978; Spencer, 1982). Each of the models cited expectations, 
perceptions of self or perceived opportunities as major influences on women's career 
outcomes. Sanguilano (1978) in her critique of the application of developmental 
theories to women's careers refers to the importance of self identity in progressing 
through career stages. She argues that women are delayed in their formulation of self 
identity due to the conflicting demands of family and work. Consequently, in the 
workplace women appear to be delayed in the developmental tasks of clearly 
identifying their ambitions and goals. Spencer (1982) supports this general contention 
and emphasises how the conflict women experience between family and career needs 
impacts on career goals. In general, women tend to delay career aspirations in favour 
of family responsibilities. As a result, their work related expectations are lower than 
men's who tend to put work ambitions first. 
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According to Astin's model (1984), career choices are based on expectations 
conceming the accessibility of various types of work. These expectations are formed, in 
part, through early socialisation and impact, not only on career choice, but career 
behaviour. Fitzgerald and Betz (1987) follow a similar theme and propose that career 
choice is, in part, a result of perceived encouragement and ability in various fields. In 
terms of the gender based subjective success findings of this survey, it is possible that 
the women involved have set themselves relatively low targets of achievement in the 
workplace. Therefore, they are satisfied with achieving at these levels even though they 
are significantly lower than men's achievements. Given the age of respondents, these 
expectations of success are probably based on earlier socialisation factors, in particular 
the family-career conflict. 
Other more general studies reveal that women underestimate their abilities, 
performance and expectations of success relative to men (Mednick & Thomas, 1993; 
Nieva & Gutek, 1982; Betz & Fitzgerald, 1987). The strength of this phenomenon, 
however, varies across situations. When working alone or in non-competitive 
situations, women's expectations for the successful completion of tasks did not differ 
significantly from that of men. Similarly, if a task such as puzzle solving was labelled 
"feminine" rather than "masculine", women have similar expectations of success 
when compared with men (Nieva & Gutek, 1982). In such studies, the tasks presented 
consisted of a number of different types of puzzle such as numerical, spatial and verbal 
problems which were not objectively either masculine or feminine in orientation. 
Subjects were told that particular tasks had a masculine or feminine orientation and this 
labelling alone appears to have influenced expectations of success (Lenny, 1977). 
Clearly differences occur primarily in competitive situations, where tasks are 
considered "masculine" in orientation or where the participant has no clear feedback 
on results. Overall, women's expectations have been shown to be lower for intellectual 
tasks, but higher for social tasks than men. Yet on balance, the number of situations in 
which women have high expectations for success are far outweighed by those for 
which they have low expectations (Fitzgerald & Betz, 1987). 
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The situations in which women consistentiy express lower evaluations of ability 
and expectations of achievement are similar to those which exist in the work place. 
Competition and comparative evaluations with other people are inherent in any work 
place, particularly in relation to promotion. Also, the work place for many women is 
still perceived as being fundamentally masculine. In particular, d-adirional hierarchical 
structures still exist which disadvantage women (Golzen & Garner, 1990; Kanter, 
1977; Martin, Harrison & Dinitto, 1983). 
A variety of reasons possibly account for these gender differences in achievement 
expectations, particularly in the workforce. One possible explanation is that lower 
expectations are due to a lack of guidance and mentoring of female recmits. This lack 
of organisational support means that women will be more limited in their views of 
potential career paths and, ultimately, success rates (Bronstein, Black, Pfennig & White, 
1987). Higher levels of objective career success inevitably result in higher levels of 
power and responsibility. Grossman and Stewart (1990) argue that, due to social 
pressures to conform to the "feminine ideal", women are discouraged from actively 
seeking or using power. Consequently, women will tend to lower their career 
aspirations to minimise social and psychological conflict. Lowering standards and 
achievements as a means of reducing conflict is a tactic observed in a study of gifted 
women. Most of these women had experienced negative comments regarding their 
abilities during their youth (see Schuster, 1990). Finally, as previously mentioned, a 
common explanation for women's relatively low career aspirations is the conflicting 
demands placed on working women due to family responsibilities. Despite changing 
roles in society, women are still more likely than men to put family obligations ahead of 
career aspirations (Betz, 1993). 
Given that the women in the survey (Study 3) still considered themselves 
successful despite their relatively low levels of achievement on objectively measurable 
scales, the next issue to be addressed is how do women measure success. 
Traditionally, success is measured in terms of salary, position and status. Arguably 
these criteria constitute a masculine approach to the question of what constitutes 
success. In cond-ast, women's definitions of success tend to be more emotionally 
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based than men's. They tend to place less of an emphasis on financial reward than do 
males. Northcutt (1991), for example, found that the main component in defining 
success amongst successful career women was "achieving one's personal goals". 
This was followed by "receiving recognition from others" and "enjoying one's 
work". Although these definitions of success do not explicitiy incorporate traditional 
measures of economic and organisational success, Northcud also found that for career 
oriented women salary was as highly valued as it was for men. In a study of corporate 
women executives, Hardesty and Jacobs (1986) found that for women self fulfilment 
and success were synonymous. 
On the surface an argument could be made that women are prepared to accept 
lower levels of objective success because they define success differently. If this is the 
case, it would be expected that the traditional indicators of success (ie. salary, title and 
level) are less important for women than for men in determining how successful they 
feel. As mentioned previously, however, based on the analyses in Chapter S, the only 
significant relationship between objective measures of success and self perceived 
success for men was job title. For women, significant relationships existed between 
self perceived success and all three aspects of measurable success, with a strong 
emphasis on salary. 
Why women feel successful when objectively they are not is a finding which 
cannot be explained in the context of the quantitative studies undertaken in this project 
to this point. Consequently, it was decided to pursue this issue through the use of in-
depth qualitative interviews with 30 Queensland Department of Education employees. 
Study 4 
In summary, previous research indicates that women can define success differently 
to men. More specifically, women are expected to have a more qualitative and 
emotional emphasis in their definition of success compared to men. Males are expected 
to be more traditional in their definition, with an emphasis on salary and position. In 
addition, it is expected that women's work related goals and ambitions will differ from 
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men's with women having lower expectations of final career success than men. This 
stems from the tendency for women to undervalue their abilities and expectations for 
success. In terms of specific predictions. Study 4 explores three hypotheses: 
HI: Women define success differently to men; 
H2: Men place a greater emphasis on the objectively measurable 
manifestations of success such as salary, job title and 
classification level; and 
H3: Women will have lower expectations for overall career 
success in the longer term than men. 
Study 4: Sample 
A sample of 30 Queensland Department of Education employees was interviewed 
in Study 4. The composition of this sample reflects the composition ofthe Department 
in terms of gender and occupational segregation. Women account for just over half 
(58%) of total Queensland Department of Education employees. Sixteen women were 
interviewed as part of this study which represents 54% ofthe sample. 
Within the Queensland Department of Education two broad occupational 
groupings are present: teachers and administrative/managerial staff Due to the 
inadequacies of the internal personnel systems an accurate breakdown of teaching 
versus non-teaching staff was not available, however it is estimated that approximately 
70% of Departmental employees are school based. The division between teaching and 
non-teaching staff is important because many of the upper level staff in administration 
are former teachers who have chosen to leave the school system to pursue promotional 
opportunities. The division between teaching and non-teaching staff is not always 
clear. Principals, for example, may be involved in both teaching and adminisd'ation or in 
administration alone depending on the size of their school. For the purposes of this 
study, all Principals were classified as being teaching staff along with all other staff 
with the word "teacher" in their title (for example, Remedial Teacher, Advanced Skills 
Teacher and District Relieving Teacher). Other school based staff such as Guidance 
Officers and administrative support employees were classified as being in 
administration. 
Chapter 10 242 
The sample for Study 4 contained 18 teaching staff (60%) of which 10 were 
female and 8 male. The non-teaching staff (12 or 40%), referred to in Study 4 as 
"administration", consists of all other employees. In terms of level of achievement, the 
sample consisted of teachers from standard Classroom Teachers through to Principals 
and administrators from administrative officer through to Director level. 
Study 4 : Procedure 
The interviews held were semi-stmctured and covered each ofthe questions listed 
in Appendix 5.10. To create an atmosphere conducive to openness, interviews were 
held at the participant's place of work where they felt most comfortable. Most were 
held in seminar rooms to ensure privacy during the discussion. All participants were 
assured of the confidentiality of their responses and no detailed descriptions of jobs or 
titles were recorded which may be used to identify those interviewed. 
At the start of each interview two techniques were used to relax the respondents. 
First, an overview of the purpose of the research was given. Second, each interview 
began with a series of demographic and work history questions which most 
respondents found easy to answer. Once the demographic details were taken, 
respondents were asked if they objected to the interviews being recorded. All agreed 
and the interviews were taped and then transcribed before analysis. 
The interviews were analysed using the process described by Mc Cracken (1988). 
In Stage 1 of the process comments or utterances are taken initially from the transcript 
in isolation. The purpose of Stage 1 is to identify comments which may be a key to 
broader underlying issues. After the initial reading of the transcripts potential 
indicators of underlying themes were highlighted. In Stage 2 the implications of those 
highlighted observations were developed first within the context of the transcript and 
then within the broader context of the literature. In this case findings were also 
interpreted in light of the previous three studies. In the third stage these observations 
were compared within the transcript to determine whether any patterns or consistent 
themes emerged. For example, were there any words or phrases which consistently 
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came up in relation to definitions of success. The fourth stage of the analysis involved 
culling the large number of observations so that only those which were consistent with 
the emerging themes remained. This involved the removal of observations or 
explanations which occurted only once or twice or which were inconsistent. In the 
final stage of analysis the emergent themes from the different transcripts were 
compared to identify consistent ideas or beliefs across the different interviews. The 
common categories which emerged from this process are outhned in the findings which 
follow. 
Study 4: Results and Discussion 
Hypothesis 1: Women define success differently to men 
When asked to define what they meant by the term "success", both the men and 
women interviewed both gave broad definitions which included lifestyle as well as work 
factors. Despite the findings of previous studies (for example, Hardesty & Jacobs, 
1986 and Northcutt, 1991), relatively little difference emerged between the definitions 
of success offered by men and women in interviews. This similarity was particularly 
sQ-ong amongst teaching staff. All participants volunteered the information that in their 
view success was "more than simply earning a lot of money". One factor which may 
have contributed to the similarity, however, is the age of the respondents. In most 
cases, when asked if their definition of success had changed over time, males tended to 
agree that in the past money and promotion were more important than they are now. 
Women's definitions of success seemed more stable over time. Three of the female 
respondents, however, cited that money had recently become a major issue whereas in 
the past it had not been. In each case, however, the women were divorced and were now 
solely responsible for supporting their families whereas previously this had been a 
responsibility shared with their former husbands. 
Overall, four common themes emerged. First, success was most commonly 
defined in terms of enjoyment and being happy at work. Most participants felt that, 
regardless of the objective level of achievement reached, an individual could not be 
considered successful if they disliked the work they were doing. Enjoyment was a 
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consistent factor both between men and women and between school and non-school 
staff 
"Success for me is doing a job that I like and I know I'm good at" 
(Female, Administration, 45 years ) 
"Being happy at work, liking your colleagues, enjoying what you're doing" 
(Female, Teaching, 51) 
"Success is being paid to do something that you want to do . . . and would 
probably do anyway." 
(Female, Teaching, 56) 
"It's more than money isn't it? 1 think the most important thing is to really enjoy 
your job otherwise you just can't be bothered." 
(Male, Administration, 52) 
"1 think it's more to do with reaching a level where you're comfonable with your 
work but it's still challenging enough so that you're not bored. . .you have to 
enjoy what you're doing or there's no point in doing it." 
(Male, Administration, 48) 
"I couldn't keep working if 1 didn't enjoy my job. . . so that's probably it. Success 
is doing work that you like . . . that you really want to do" 
(Male, Teaching, 48) 
The second definition of success involved aspects of fulfilment. This is consistent 
with Hardesty and Jacobs' (1986) finding that for the women they surveyed, success 
and fulfilment were synonymous. Again, most respondents agreed that high levels of 
achievement were less important than feeling fulfilled in the type of work being done. 
In this case, however, school based staff, particularly those in teaching situations, were 
more concerned about fulfilment than those in administrative positions. "Making a 
difference", for example helping a child to come to terms with learning or emotional 
problems, was a common response from all teaching staff, both male and female. This 
lack of gender differences in the teaching profession with respect to the importance of 
intrinsic rewards is consistent with Campbell and Neill's (1994) findings. They found 
no significant gender differences in satisfaction and attitudes to work where teaching 
was viewed by respondents to be a vocation rather than simply a job. In adminisd-ative 
areas, however, women were more likely to feel that success was related to having 
positive impact on their particular section or on colleagues. For men in the 
administrative or managerial sd-eam fulfilment and the feeling that they were making a 
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difference to the Department and its clients was not mentioned. 
"Successful teachers are the ones that really care about the kids and 
make a difference to their lives. I think that part of tiie job is more important to 
most of us than just the money." 
(Female, Teaching, 51) 
".. .teaching is still a very satisfying profession. When a problem child starts to 
come good you feel that you've really had an effect on them. That's really what 
makes you a success as a teacher." 
(Male, Teaching, 45 years ) 
"I lUce to feel that there's some purpose in what I'm doing. . . that I have some 
effect on the people 1 come into contact with. I think that to be successful you 
have to feel fulfilled in what you're doing. 
(Female, Administration, 56) 
A third theme to emerge was recognition. This is consistent with Northcutt (1991) 
who identified recognition from colleagues as being the second most common 
definition of success. Women in particular, feh that it was important that their 
colleagues recognised their achievements and their role in the organisation. It was 
important that this recognition existed, rather than where it came from. One woman, for 
example, felt successful if she was acknowledged as being good at her job not only by 
her superiors in the organisation but also by those at the same level and below. The 
need for recognition was also expressed in terms of "being appreciated". 
"For me to feel that I'm a success I need to feel that people appreciate what I'm 
doing. . . that they recognise the effort I put into my job. I don't just mean being 
promoted, just that they recognise what I've done and what I'm doing... that I'm 
achieving something in the school community." 
(Female, Teaching, 50) 
"It's no use knowing that you're doing your job weU and that you're successful at 
what you're doing if no-one else does. It's important that other people recognise 
what you're doing." 
(Male, Administration 56) 
A final element which emerged in the definitions of success was control. Both 
men and women felt the need to be in control of their lives. A higher level of 
promotion was considered less important if it meant relinquishing control in any 
respect. This included the control which came from having a position with relatively 
flexible hours so that dismptions to family life were minimised. Participants also felt in 
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control when their jobs were not so time consuming that they missed out on other 
aspects of their lives such as hobbies and time with their families. It was important for 
many to achieve a balance between personal and work commitments. 
"I think that to be successful you have to have control over what you're doing so 
that work doesn't become the only thing in your life." 
(Male, Adminisd-ation 51) 
Again while the element of control was considered important by both men and women, 
it appeared to be slightly more important for women who, in most cases, were still 
performing multiple social roles. For example, when asked to describe a person who 
they considered to be particularly successful, two women specifically mentioned other 
women who had successful home based businesses. 
"I really admire those women who work successfully from home. I don't mean 
hobby jobs or part-time work but the ones that have real businesses, like 
consultancies. I'd like to do that. They have their careers but they're so much in 
control. They can adjust their hours to suit their families, they can take time off if 
the kids are sick without all the hassle, they have a lot of freedom." 
(Female, Administration, 45 years ) 
"The most successful person I know is this woman who decided to leave the 
public service and set up on her own. She's much happier now. . . more in control. 
She publishes brochures . . . pamphlets . . that sort of thing." 
(Female, Adminisffarion, 50) 
Overall, the differences defining success between the male and female respondents 
were not as great as anticipated. This may be due, in part, to the age of the respondents 
and the fact that most were nearing the end of their working lives. Despite the surface 
similarities in responses, however, subtle differences emerged. For example, while both 
men and women indicated that success involved lifestyle as well as work issues, the 
specific lifestyle factors mentioned varied. While men spoke in more general terms of 
spending time with their families, women consistently mentioned child care 
responsibilities. Women considered other women successful if they were able to 
juggle the competing demands of work and home. For the women interviewed, 
therefore, "family" indicated responsibility whereas for the men "family" tended to be 
more an enrichment factor in their lifestyles. When control was mentioned as a factor 
in success, women emphasised control over time whereas men tended to emphasise 
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conffol over actions. Again this tended to relate to family responsibilities with women 
seeing control over time as cmcial in ensuring that they spent sufficient time with their 
children yet were still able to fulfil their work responsibilities. 
The most interesting finding to emerge from this study was men's and women's 
views on how they believed that others perceived success. Women were strongly of the 
opinion that men placed too high an emphasis on position relative to doing a job well. 
"You should see them [men] when the [Education Office] Gazette comes out. 
They're all over it looking for jobs to apply for . . . not that they're usually 
qualified for them, they just want to move up the ladder." 
(Female, Administration, 54) 
This feeling was consistent for all women interviewed and leads to the discussion of 
the second hypothesis. 
Hypothesis 2: Men place a greater emphasis on the objectively measurable 
manifestations of success such as salary, job title and classification level 
When discussing success in objective terms, differences between males and 
females became clearer. First, as previously mentioned, in the interviews there were 
some women for whom salary had become increasingly important over time. This was 
because circumstances had led them to take over financial responsibility for their 
families. For the majority of women, however, salary was only important to the extent 
that it was adequate for their financial needs so that they could have what they 
considered to be a "comfortable" standard of living. 
For both men and women, salary and position were considered important, not for 
themselves as such, but for what they represent. In other words, a promotion was seen 
as a tangible form of recognition of the individual's talents and contribution to the 
organisation. 
"My promotion was important to me because it showed that my superiors finally 
recognised that I'm good. . . Ifs being recognised as good at your job. . . not just 
by those above me that made the decision. . . it shows the otiiers in the school and 
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where you've worked that you're good and then they all respect you more." 
(Female, Teaching, 50) 
"Money is imponant in a way because the more they think you're worth, the more 
successful you feel because you know that someone else really values you and 
and what you do." 
(Male, Administration, 57) 
The relative importance of salary and position to men, as opposed to women, was 
not as different on a personal level as was expected. As outlined above, men gave 
broad definitions of success which included the issues of lifestyle and personal 
fulfilment as often as women. Differences did occur, however, between men who 
worked in schools compared with those in administration. Given the structure and 
promotional paths available in the Queensland Department of Education, it is not 
surprising that those men who had moved into the administrative and managerial stream 
placed a greater emphasis on the position held than men who remained in the school 
system. There is a limited career path for teachers with only incremental increases in 
salary and little, if any, in status and position over time. Promotion in the Queensland 
Department of Education is usually through the administrative stream. Teachers can be 
promoted to Principal which, particularly in the larger schools, is a primarily 
administrative job with few teaching responsibilities. From Principal further promotion 
is through leaving the school system and entering one of the regional offices or head 
office. This pattern of promotion is common to the teaching profession throughout 
Australia (Schools Commission, 1990). A major motivation for this move out of the 
teaching profession seems to be to increase income. On average, teachers who remain 
in teaching roles earn only two thirds of those who move into education related 
administrative positions (Queensland Department of Employment, Education and 
Training, 1990). 
Men who had remained in teaching positions held very similar views to the women 
interviewed. This may be due to them perceiving teaching as a vocation. They 
expressed no desire to move into the promotional stream for two reasons. First, all 
remained in teaching because they felt that they were able to make a difference to their 
students' lives. They felt this objective was sufficientiy fulfilling to counteract the 
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additional material rewards they would gain by entering the administrative or 
managerial stream. 
"I've stayed in teaching all these years because that's all I ever really wanted to do. 
I know what 1 should have done to get promoted but I prefer to stay in the school. 
It's difficult sometimes but teaching is still a very satisfying profession." 
(Male, Teaching, 45 years ) 
The second reason for remaining in the school system was the belief that a move into 
administration would result in a lack of professional independence and control over 
their hfestyle. 
"The problem with going into administration is the hours . . . and you don't get the 
holidays either. If you do that you miss out on a lot. You don't see your family 
much and you can't do as much in your spare time because you've hardly got any." 
(Male, Teaching, 54) 
"In the classroom I've got a lot of control over what happens... you don't have 
someone looking over your shoulder all the time . . . so I can do what I think 
needs to be done without having to ask some boss or supervisor all the time. You 
don't get that in head office" 
(Male, Teaching, 45 years ) 
All men interviewed, and two of the women, believed that men were under greater 
social pressure than women to succeed in objective terms. 
"In some ways I think it's harder for men. They're still expected to be the 
breadwinner. With most of us [women] it doesn't matter so much if we stay where 
we are." 
(Female, Teaching, 50) 
Although most of the school based staff were happy in their work and felt that they 
were achieving in the work place, the men in this group also felt under pressure to 
apply for promotion. They felt that men were judged more in terms of how objectively 
successful they were in the workplace. In cond"ast, it was believed that women, due to 
their dual roles as care-givers and employees, were under less pressure to apply for 
promotion. Moreover, women were not considered unsuccessful if they remained 
teachers. The pressure for men to continually aim for higher positions was felt not 
only by men in lower level positions but also by one of the Principals. Although happy 
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in the school where he was based, he was currently being advised by administration to 
apply for higher positions. 
"I'm happy where I am now. There's still plenty here 1 want to achieve with the 
kids and the teachers and the school but regional office are on at me to apply for a 
bigger school. . . more status, higher salary." 
(Male, Teaching, 48) 
One male respondent was very concerned about the effect of social pressures on 
men to constantly move upwards in an organisation. He felt that it adversely impacted 
on men's personal lives and their ability to maintain relationships. In particular, he 
found that the additional hours and pressures involved in gaining promotions often 
resulted in family relationships being neglected. Further, he felt that there was a clear 
conflict in the expectations that women have of men to succeed in the workplace. While 
being expected to succeed at work, he also felt that men were under pressure to devote 
large amounts of time to developing and maintaining personal relationships. Much of 
the pressure to succeed, he felt, was socially determined in that most women still 
expect men to be the main breadwinner of the family. Overall he felt that while the 
multiple roles of women have now been recognised, the pressure for men to perform 
multiple roles has not. Consequentiy men are not being given the support they need. 
"I don't think people really think about what it's like for men now. We're expected 
to spend time on relationships and family and everything but still make money. 
Men are judged too much by theu jobs and how much money they make. That's 
how we were brought up . . . men have to do well.. . thafs how we judge 
ourselves. And then when relationships start to go wrong you try to do the right 
thing, and the right thing for us is to be more successful, but that takes up too 
much time and then you lose your relationship. So you work harder and harder 
and end up with nothing. 
(Male, Administration, 56) 
Overall, the men surveyed felt that they were judged too much according to their 
professional, as opposed to personal, achievements. One result was their personal 
attempts to achieve promotion, not from an inherent desire to succeed, but because they 
believed it was expected of them. 
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In summary, there was not sd-ong support for Hypothesis 2. In particular, it was 
found in the interviews that men tended not to place a high emphasis on promotion or 
salary when compared to the broader issues of fulfilment and job satisfaction. This 
was particularly true for those men who had remained in the teaching profession. 
However, a consistent theme which emerged was that men felt that they were under 
social pressure to continue applying for promotion even when they were personally 
satisfied with their levels of achievement. 
Hypothesis 3: Women will have lower expectations for overall career success in the 
longer term than men. 
Although all interviewees agreed that the role of women in the workforce had 
improved considerably over the past ten years for the better, the women interviewed still 
felt that they were less likely to succeed than men. 
"It's much better now than it was when I first started but it's still not that good for 
women. Most of the top jobs still go to men." 
(Female, Administration, 54) 
Interestingly, the men interviewed did not share this view. They felt that women 
now had the same opponunities as men and supported the promotion of more women 
into senior managerial positions. 
"I think we have got a lot more women in the higher senior administrative 
positions where previously it was the men's and we are getting more women 
coming in in the last couple of years it is quite a noticeable d-end.. .Me personally, 
I am quite happy for a person to be in a position they don't have to be male, 
female 1 don't care what they are." 
(Male, Administration, 51) 
Sutton and Moore (1985) report similar feehngs in the United States. Over the 20 year 
period 1965 to 1985 the proportion of male managers who viewed the promotion of 
women into executive levels with disapproval fell from 47% to 6%. In addition, male 
executives felt that things are easier now for women than for men due to the 
introduction of affirmative action, equal opportunity legislation and less overt 
discrimination. At the same time, however, female executives were less optimistic and 
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feh that subtle forms of discrimination still exist which prevent women from reaching 
their potential in the work place. 
Few of the women interviewed believed that they would be promoted again in their 
careers. This was due to a combination of age and gender related factors. Martin, 
Harrison and Dinitto (1983) list the following factors which act against women in the 
workforce. First, societal stereotypes depict women as non-serious workers and as 
followers rather than leaders. Second, occupational segregation has meant that women 
are concentrated in lower level, poorly paid jobs. Third, advancement in hierarchical 
organisations is fundamentally political and relies, to a large extent, on access to "old 
boy" style networks. Fourth, women's family responsibilities negatively impact on 
their hiring and promotional prospects. Fifth, women in male dominated indusuies tend 
to be criticised regardless of objective performance with characteristics necessary for 
promotion such as assertiveness being interpreted as undesirable. Finally, despite the 
need for inclusion in networks and mentoring, close working relationships with male 
colleagues are often criticised. Combined with the negative stereotypes of older 
workers as discussed in Chapter 3, for example, that they are less efficient, cannot be 
trained as easily and are inflexible about change, older women appear to be doubly 
disadvantaged (Banh & McNaught, 1991). 
One woman in particular expressed the view that, although women were 
increasingly being promoted, these women tended to be in their early thirties. All 
employees in their fifties and sixties, she felt, were being neglected in terms of 
promotion. She believed that this situation was having a particularly adverse effect on 
women. One reason for older women having more trouble being promoted was 
attributed to cultural factors. For instance, it was reported that young managers, 
especially young male managers, found it uncomfortable to tell women the age of their 
mothers what to do. 
In addition, several women cited cases of female friends who, although very 
capable, did not apply for promotions because they did not believe that they would get 
the job. They also felt that, while men were happy to apply for, and in many cases miss 
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out on promotions, women took the decision not to employ or promote them too 
personally. While the women interviewed were prepared to criticise their colleagues for 
not applying for promotion, most said that they were happy at theu present level. They 
did not intend to apply for further promotion themselves. Various reasons were given. 
Most frequentiy mentioned were that they did not believe that they would be promoted 
because they were either too old or believed that they were perceived by management as 
being "difficult". Altematively, they did not want the exd-a responsibility or work the 
extra hours that a promotion would entail because it would impact adversely on their 
personal lives. This lack of expressed desire for further promotion reflects another 
study in the literature which found that as few as 14% of female department heads 
wanted further promotion compared with 50% of male department heads (Roussell, 
1974). 
A few women suggested that women generally had lower expectations of success 
because they were more realistic than men. Again, this opinion is supported in the 
literature. Nieva and Gutek (1982) report that women's lack of interest in promotion 
appears to be a result of their resignation to the expectation that they would not be 
promoted. Historically women have not succeeded and, although the situation was 
improving at the lower and middle management levels, very few women had reached 
higher management level positions. Consequently, for women to set their targets at 
relatively low levels was a reasonable strategy which avoided problems of stress and 
disillusionment later. 
"When I first entered the workforce I had the same ambitions as the men in my 
intake but the longer I worked and the more I realised that it was just an 'old boys 
club' the more disillusioned I got. In the end I decided the only way to survive the 
system was to re-evaluate my goals." 
(Female, Teaching, 47) 
These interviews were conducted to explore why women experience relatively high 
levels of subjective success despite having relatively low levels of objective success. 
There were various reasons given among those interviewed as to why this happened. 
Women in the administrative stream tended to have a more cynical view than others. 
Their most common response was that, given attitudinal and cultural barriers, any 
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success women have in the workforce is remarkable. They argued that any woman 
who has achieved in objective terms has worked harder and longer than a man at a 
similar level. Her success, therefore should be judged as an even greater achievement. 
In the schools, women tended to feel that work was only one part of their life. Success 
at work was related more to how effective they were in teaching and their relationships 
with their students than to other criteria. With a broader definition of success, objective 
success factors became less important. Finally, some women who had major career 
intertuptions were grateful that they had been able to retum to the workforce. They felt 
that just having a job meant that they were a success. 
Men's respon.ses were slightiy different. While acknowledging the difficulties 
women have had in the work place as a result of stmctural factors and their competing 
home and work responsibilities, overall the men interviewed felt that women were lucky 
in being judged on a wider range of factors. This relates to the earlier comments about 
the large number of men who felt under pressure to apply for promotions. Overall men 
felt that their more qualitative successes, for example, improving the working 
environment through introducing group and team processes, were not recognised. 
They felt that women's interpersonal skills were given more weight. Many men in 
teaching positions felt that objectively they were failures because they had not followed 
the administrative promotion stream of the Department. Each of these men, however, 
made the point that all that they had ever wanted to do was teach. Remaining in schools 
was a conscious career choice. Consequentiy, they did not feel personal failures, but 
did feel that they were "unsuccessful" in their careers. 
"1 know at my age people expect me to be a Principal but I didn't want to go 
through all that to get promoted. I like teaching. All the time the students are 
leaming I'm happy with what I've achieved." 
(Male, Teaching, 58) 
Most women believed that a major factor contributing to promotion in the 
Queensland Department of Education was the existence of "old boys" networks. 
Although there are some women's networks within the public sector, the women 
involved in them are not as highly positioned as those involved in the men's networks. 
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The importance of networks in the promotional process is discussed at length in the 
literature, for example in Golzen and Garner (1990), Kanter (1977), Martin, Harrison 
and Dinitto (1983), Stevens (1990) and Russell (1994). Women are disadvantaged in 
their access to these networks, many of which are based on membership of traditional 
masculine organisations including clubs, schools and sporting fraternities (Stevens, 
1990). However, without access to these networks, many women felt that promotion to 
the highest levels will continue to be difficult for women. The existence of these 
networks was seen to advantage men in the Queensland Department of Education by 
giving them access to acting positions, informal additional information about jobs being 
advertised and meant that, in many cases, members of the selection panel were 
favourably disposed towards them. Social networks were also cited as being important 
in promotions. One woman commented that for a woman to be promoted, in the 
Depanment it was as important to be the wife of a prominent male as to achieve in their 
own right. 
"How can I say this without sounding awful. Sometimes the networks work for 
women.. . not women on their own but the wives of the men in the 'old boys 
network'. It's like when these women go for promotion everyone knows them 
because of their husbands so they get the job." 
(Female, Principal, 50) 
All respondents agreed that the position of women in the Department had 
improved significantly in the past ten years, but that the status of women still had a long 
way to go. Despite the support for women expressed by the men in the study, women 
still felt that there was resentment from a lot of their male colleagues. This resentment 
especially emerged when women were judged by men to be promoted beyond a certain 
level. Both the men and women interviewed agreed that there appeared to be a "glass 
ceiling" for women which existed sUghtly below the Senior Executive Service level. 
"The situation for women has improved. There's a lot of women now in A05, 
A06 positions, a few in A07, occasionally A08. You don't see many in SES. 
You have to know someone to get that far." 
(Female, Administration, 45 years ) 
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Further, it was believed that women who had broken through to the Senior Executive 
Service were not necessarily the best for the job but were better political players within 
the organisation. 
"There's a couple of women in SES. Mostly they've been persistent. . . they know 
the right people . . . how to play the game." 
(Male, Administration, 57) 
It was also the opinion of both men and women that the best women in the Department, 
in their opinions, were not those who had achieved the highest levels of promotion or 
classification. 
"Some of the best women here can't get promoted. They [the Department] think 
they're trouble makers because they don't just sit back and take it. They don't like 
strong women. They want ones that'll do as they're told". 
(Female, Administration, 46) 
Overall Hypotheses 3 was supported by the interview data. Women did have 
lower expectations of success however, the reasons given tended to relate to stmctural 
factors within the public service rather than personal factors. 
Summary 
The purpose of Study 4 was to expand on Study 3. Study 3 found that, although 
women are demonstrably less successful than men in objective terms, they felt that they 
were very successful. Interviews were held with 30 Queensland Department of 
Education employees, approximately half of which were male and half female. Both 
school and non-school employees were interviewed with levels ranging from 
adminisffative assistant through to the Director level. 
In terms of the three hypotheses proposed at the start of Study 4, the results of the 
interviews yielded quite mixed findings. On the surface Hypothesis 1 was not 
supported by the data collected. Overall the definitions of success offered by the men 
and women interviewed were fairly similar. Each emphasised subjective and qualitative 
aspects rather than money or position. Four consistent themes emerged in the 
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definition of success: enjoyment, fulfilment, recognition and control. The similarity of 
responses between the male and female participants may, however, be partially due to 
the age of respondents. Most participants agreed that their definitions of success had 
changed over time and were now less concemed with material reward and status. This 
was particulariy tme for the men interviewed. Despite these similarities, however, some 
subtie differences between men and women emerged. For example, while control as an 
element of success was mentioned by both men and women, men tended to refer to 
control over actions whereas for women control over time was more important. 
Similarly, the support for Hypothesis 2 was not as strong as anticipated. The men 
in Study 4 did not place a heavy emphasis on financial rewards and position. This 
finding was strongest for the men employed in teaching positions. The main 
attractions to forgoing promotion and remaining in teaching positions were first, that 
they felt sufficientiy fulfilled in their roles to overcome the additional financial benefits 
of promotion and second, that teaching gave them a greater degree of control over their 
work and lifestyles. A consistent factor which emerged from this discussion was the 
feeling that men are under greater social pressure than women to succeed in objective 
terms. This pressure then manifests itself in a need for men to continue applying for 
promotion even after they have reached a level of success at which they are satisfied. 
There was more support for Hypothesis 3 concerning women's expectations of 
success. Overall, women tended to have lower levels of expectations in terms of their 
career successes than men. Women felt that they were less likely to succeed than men 
and tended to adjust their expectations accordingly. They were also less likely to apply 
for promotion on the grounds that they were satisfied with thek curtent achievements. 
Also, there was a feeling amongst both men and women that although there were many 
more women in middle management, there is still a "glass ceiling" for women in the 
public service just below the Senior Executive Service level. Men, whether due to the 
above mentioned social pressures or other reasons, still tended to apply for promotions 
on a regular basis. Overall the interviews don't resolve the issue as to whether the 
discrepancies in subjective success levels between men and women are based on 
women undervaluing themselves by accepting lower levels of objective success or men 
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having unrealistic expectations of themselves due to social pressures. It is likely that 
both elements play a part in accounting for the differences in subjective success levels 
between men and women. 
The interviews undertaken in Study 4 provide a greater understanding of how 
Queensland Department of Education employees in the 45 years and over age group 
perceive themselves in terms of their current and likely future successes. While some 
gender differences are apparent, definitions of success tend to be similar between men 
and women. Although many participants in the study were pessimistic as to their 
personal futures in terms of promotion within the Department, this may be due to age 
factors and a feeling that older employees are being neglected in public sector reform. 
Overall, the position of women in the Queensland Department of Education appears to 
be improving despite the perception of a persisting "glass ceiling". 
Chapter 11 259 
CHAPTER 11. DISCUSSION AND CONCLUSIONS 
The purpose of this thesis was twofold - first to test a model designed to identify 
the main influences on career outcomes; and second, to add to the understanding of the 
current position of workers aged 45 years and over, particularly in view of the 
anticipated ageing of the population. The research which was undertaken took the fomi 
of four studies. Study 1 developed a scale to measure the new variable in the model, 
subjective success. Study 2 was a pilot study of the questionnaire. Study 3 was a 
survey of 284 employees aged 45 years and over in the Queensland Department of 
Education. Study 4 expanded on one of the major findings of the survey through the 
use of in-depth interviews with 30 male and female Departmental personnel also aged 
45 years and over. This final chapter brings together the findings of the four studies 
conducted and outlines how these findings conuibute to the career based literature. 
This thesis contributes to the career based literature in five ways. First, it tests and 
develops a model of career outcomes. Although the specific results of these tests are 
not generalisable due to the selection of the sample from a single organisation, the 
models themselves are non-organisation specific and could, in further research, be 
tested in other organisations. Second, the thesis contributes in its definition and 
measurement of career outcome variables. In particular, the definition and subsequent 
measurement of the new variable, subjective success, is a clear contribution to the 
literature. Third, a new career pattern typology is developed which is both non-
organisation and non-gender specific. Fourth, by defining work experience in temis of 
employment and vocational age, a better understanding of the role of seniority in career' 
outcomes of public sector employees is possible. Finally, the group involved in the 
research fits into the "maintenance" and "decline" phases of developmental career 
theories. By summarising their experiences and curtent role in the Department, this 
study contributes to understanding employees at this stage of their careers. 
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Limitations of the Research 
Four main limitations to this research have been identified. The first of these 
relates to the selection of the sample group. The reasons for choosing the Queensland 
Department of Education as a base from which to draw the sample for testing the 
career model was justified on the following grounds. The Department is a large 
organisation employing approximately 48,000 staff in a variety of occupations. It has 
a clearly defined structure and system of job classification in which appointments are 
made solely on the basis of merit. Such appointments can be made from either within 
the Department of Education, from other Public Service Departments or from external 
candidates with no public sector employment experience. Also, there are several 
distinct career path options which are easily identifiable and commonly held within the 
Department. 
Although the Queensland Department of Education is similar in terms of structure 
and culture to many other public sector organisations, two related issues may have 
caused the sample to be biased. First, as the Department of Education is based around 
a specific vocational area, (ie. teaching), it is possible that the behaviour of those 
employed in the professions or semi-professions may differ from the "average" 
employee. For example, vocational ages may be higher for those who have made a 
conscious decision to enter a profession as d-aining is usually undertaken directly after 
secondary schooling. Also, as part of a distinct professional group, teachers may feel 
that their career options in other vocational areas are more limited and so may not be as 
flexible as other employees. 
There are clearly disadvantages to limiting the sample selection to a single 
organisation. The specific results of the various studies undertaken are not 
representative or able to be generalised to other sectors of the population. The reason 
for choosing a single organisation, however, is that the research could be conducted in 
greater depth with the effects of organisational practices being evenly spread across 
different groups in the survey. Given that the actual models contain no organisation 
specific variables, it is possible to replicate the research in different settings to compare 
Chapter 11 261 
results. In this research the benefits of a more detailed, in-depth study of a single 
organisation were considered to be greater than the testing of relationships in a sample 
drawn from a wider population. 
A second limitation of the research relates to the selection and measurement of the 
variables. The purpose of Study 3 was to document what the respondents' prior career 
experiences were and to determine whether or not a consistent pattern of career 
experiences, demographic and educational variables resulted in a consistent pattern of 
career outcomes. It did not seek to explain why these differences occurted in the first 
place. In this sense, the research differs from many other career related studies which 
concentrate primarily on individual behaviours rather than the overall trends apparent 
within a specified group (that is employees aged 45 years and over). 
One specific limitation in terms of the measurement of variables relates to career 
interruptions. While Stewart and Greenhalgh (1984) classified intertuptions as being 
single or multiple intertuptions, the main focus here was simply whether or not the 
respondent had taken any time out of the labour force. If so, why and for how long, 
and finally, whether these intermptions had an identifiable effect on the respondents' 
career outcomes. The differences in the fit of the model suggest that the career 
outcomes for respondents with non-intertupted careers differ substantially from 
persons with interrupted careers. 
A third limitation of the research relates to the overall research design. All four 
studies provide cross sectional rather than longitudinal data. Consequently, it gives an 
overview of the career situation for a namow group of employees at a specific point in 
time rather than following the development of their careers over a longer period. 
The fourth limitation of the research relates to the methodology used in Study 4. 
The main advantage to using qualitative research methods is that they are able to give 
more detailed information about the complex intertelationships between variables and 
often uncover relationships not anticipated by the researcher. Although qualitative 
research methods can assist in giving a deeper understanding of a topic area they have 
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three main limitations: first, the definition and measurement of concepts and variables 
is less precise; second, the interpretation of data is subjective and will be influenced by 
the researcher's perspective; and third, the presence of the researcher during data 
collection may produce bias in the responses (Bogdan & Taylor, 1975; Bryman, 
1989; Jones, 1985). 
Specific methodological limitations of Study 4 include the following. First, 
despite the overall consistency ensured by the pre-determined questions, there was 
inevitably a lack of total consistency between interviews. Second, the interviews were 
interpreted thematically rather than through the rigorous coding of variables and the use 
of computer programs. Third, the content of the interviews was interpreted by a single 
researcher and so lacks inter-rater reliability. Fourth, the interviews are exploratory 
rather than confirmatory in nature. Fifth, it is possible that the gender of the interviewer 
may have influenced some of the responses to the gender related questions. 
Contributions of the Research to the Literature on Careers 
Contribution I: Development and Testing ofthe Model 
A contribution of this research is in the development and testing of the model of 
career outcomes. The core model on which the overall model is based was found to be 
a good fit. If only work related variables are considered, it is possible to explain overall 
career outcomes or success in terms of the work specific experience variables of career 
type, time in a given profession and overall length of time in the workforce. When 
non-work related variables were added to the model, however, the fit was significantly 
diminished. 
The women surveyed were found to have significantiy lower levels of both overall 
labour force experience and position specific experience than men. Most women 
surveyed (83.6%) had interruptions to their careers, while most men (88.0%) did not. 
The main reason for career intermptions amongst women was family duties. Career 
interruptions demonstrably had an influence on overall career outcomes as evidenced 
by the increased fit obtained in the separate parameter testings of the career models on 
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the basis of career type. The adverse consequences of career intertuptions increase the 
longer the individual remains out of the labour force. 
The average length of female career interruptions in this study was 9 years. This 
time frame is consistent with a woman having two to three children (average number of 
children per respondent in this study was 2.4) bom two to three years apart and waiting 
for all to begin school before returning to the labour force (school starting age in 
Queensland is five years). Differences in career outcomes are amplified once the 
length ofthe individual's career intermptions reaches five years (ie. the time it takes to 
rear a child from birth to starting school). 
If high levels of objective success are dependent partly on employment age, or the 
length of time a person has spent in the workforce, as is indicated by the results of this 
survey, then long career interruptions would be expected to impact adversely on an 
individual's success. There were significant differences between the career experiences 
and outcomes of those who had an intertupted career compared with those who had a 
non-inteniipted career. 
While the specific details of this finding in terms ofthe relationship between years 
and career outcomes such as salaries are true only for this sample, the trend for 
intermpted careers to result in lower levels of objective success has been reported in the 
literature. Other analyses have found a similar pattem of lower success levels and less 
experience amongst those whose careers have been intertupted for family or other 
reasons and that career intermptions impact disproportionately on women. Rummery 
(1989), for example, claims that 40% of the gender wage gap can be attributed to a lack 
of labour force experience (which in this research was defined as employment age) on 
the part of women compared to men. 
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Reasons for the significant and adverse effects of career intermptions on career 
outcomes are varied and include the following: 
(a) on the job training and experience ceases when a person leaves the 
workforce temporarily; 
(b) skills and knowledge may deteriorate from lack of use during absences 
from the labour force; 
(c) if the departure is anticipated by the employer or employee, less 
training may be given prior to the individual leaving; 
(d) if the departure is anticipated the employee may be attracted to jobs 
requiring little training and consequently lower levels of compensation; 
(e) if the employee returns to work in a different organisation, firm specific 
knowledge acquired during previous periods of employment may be 
irrelevant; and 
(f) by not being in the work place individuals remove themselves from the 
intemal labour market. 
(Shorten & Lewis, 1991; Stewart & Greenhalgh, 1984) 
Taking two of the specific studies reported in the literature as examples, the extent 
to which this study replicates their findings regarding the relationship between career 
interruptions and overall career outcomes will be discussed. The first of the studies 
analysed is that undertaken by Greenhalgh and Stewart (1984). Although this study 
investigates the effects of career interruptions on women in Britain rather than 
Australia, it is particulariy relevant as it focuses on women aged between 45 and 54. 
The second study examined is that by Shorten and Lewis (1991). Its main relevance 
lies in the fact that it uses Australian data for its analysis. 
Stewart and Greenhalgh (1984) based their analysis on data collected from the 
British National Training Survey. Their definition of career interruptions is more 
complex than the one used in this research with pattems of intermptions being defined 
as well as total years spent out of the labour force. The investigators were able to 
compare the career outcomes of women who had one long period of absence compared 
with those who had several shorter periods of intertuption. This outcome was not 
possible in the case of this thesis as a decision was made after the initial pilot study to 
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drop the career history table because of its complexity and the difficulty subjects 
reported in completing it. It was considered that the increased response rate anticipated 
if the table was removed was adequate compensation for the reduction of information 
which would result. 
In terms of length of absence, women in the Stewart and Greenhalgh study tended 
to have longer intermptions. Mean intermptions ranged from 12.7 years for those who 
had a single "outspell" up to 14.6 years for those who had three or more periods 
absence from the labour force (Stewart & Greenhalgh, 1984). This compares with an 
average of only 8.3 years for the Queensland Department of Education staff surveyed 
here. As was the case with the survey data, Stewart and Greenhalgh found a consistent 
lowering of salary levels as the total number of years of intermptions increased. They 
also found that as education increased, the number and duration of career intermptions 
decreased. This finding was replicated with the staff surveyed in the Queensland 
Department of Education. The cortelation between level of education and years of 
intermptions was calculated as being -.3301 (significant at the .01 level). 
Using data from the Australian Longitudinal Study, career intermptions were again 
found to have a negative infiuence on career outcomes, although their influence was not 
found to be significant. The study by Shorten and Lewis (1991) is of less value for the 
purposes of comparison with the Queensland Department of Education data as the 
target sample is much younger ranging in age from approximately 22 to 31. At this 
stage, final career patterns have not necessarily been established, particularly for 
women, as the sample group falls well within the child bearing age group. Although 
the differences in career outcomes between the intermpted compared with the non-
intermpted sample are only slight, it is interesting to note that they are evident even at 
this early stage. 
In this research, relationships which were significant for those who had followed 
an intertupted career were not always significant for those who had not and vice versa. 
When the expanded model was tested using separate parameters for those with 
continuous or non-intertupted careers the following relationships were found to be 
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significant: gender and vocational age; gender and employment age; age at 
professional graduation and vocational age; and, timing of education and vocational 
age. For those with intertupted careers only the relationship between timing of 
education and vocational age remained constant. Other significant relationships were 
found, however, between employment age and both objective and subjective success 
and between age at professional graduation and vocational age. In addition, 
employment age and chronological age were both significandy related to subjective 
success. When a single common set of parameters was imposed on both models for 
intertupted and non-interrupted careers, the fit of the models to the data was not 
particularly good. When separate parameters were estimated for each of the career 
types, the fit improved. 
When tested on a single variable basis, the relationships between the elements of 
the core model variables were also significantly different. Using t-tests and separating 
the groups according to whether or not the respondents had followed an interrupted 
career pattern, the following relationships were found to be significantly different 
between groups. Those following interrupted careers scored significantly lower than 
those with non-intermpted careers on the following variables: job title, classification, 
salary, subjective success, employment and vocational age. In other words, results 
revealed that those who follow intermpted careers have significantly lower scores on all 
of the core model variables. It is clear from the analyses in this thesis, as well as from 
other published studies in the literature, that prolonged absences from the workforce 
have significant negative results on a person's career outcomes. As would be expected, 
the longer the intertuption, the greater its negative impact. Cortelations between the 
number of years of interruptions and the four career outcome variables showed the 
relationship to be significant and negative for each of the objective success variables as 
well as for subjective success. Overall the suongest negative relationship was between 
years of intertuptions and salary, while the weakest was between years of interruption 
and subjective success. 
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Although a reasonable level of fit was calculated when testing the modified model 
on the basis of interrupted versus non-intertupted careers, the best fit was achieved 
when separate parameters were tested on the basis of gender. Both in this research and 
in other studies, women are consistently less successful in the workforce than men 
(Rummery, 1989; Shorten & Lewis, 1991; Stewart & Greenhalgh, 1984). Infesting 
the career outcome models it was found that not only are women less successful in 
objective terms, the factors which most strongly influence career outcomes differ 
between men and women. 
In terms of career outcomes the women surveyed had significantly lower levels of 
objective success for each of the measures ie. job titie, classification and salary. In the 
literature the issue of the gender wage gap has received considerable attention. 
Currently in Australia the average weekly full adult time male wage is $655.90 
compared to the average full-time female wage of $527.95. In other words, the average 
full-time female wage is 80.4% of the average full-time male wage (ABS, 1993). In 
this study the differences were very similar with female respondents wages being 
calculated as being 80.8% of those ofthe male respondents. 
Explanations of the persistence of the gender wage gap have been attempted from 
both an economic and sociological viewpoint. Economic explanations tend to be based 
on human capital theory which sees wage differences as being the outcome of a 
function of variables such as age, experience, education and training (human capital), 
most of which are controllable. In human capital models, the discrepancy between 
male and female wages tends to focus on the labour force experience factor. Under 
this model it is argued that, if women take time out of the labour force to bear and rear 
children, they not only forgo the opportunity to augment their human capital through 
additional experience and seniority but their stock of human capital will actually 
deteriorate through disuse (Polochek, 1981; Shorten & Lewis, 1991). Whether or not 
human capital deteriorates with disuse, however, is a controversial point (Stevenson, 
1988). Given the significant differences between the males and females in this study in 
terms of their educational achievements (both in quantity and level of qualifications) 
combined with significantly lower levels of labour force participation as measured by 
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employment age, the human capital approach may provide a panial explanation as to 
why salary levels were significantly different. 
Sociological theories place greater emphasis on uncontrollable factors such as 
parental encouragement, expectations, occupational segregation and opportunities. 
They also explore the more controllable variable of personal choice (Coverman, 1988). 
The relevance of sociologically based theories in explaining the gender based wage 
difference results in this survey is limited. This study focusses on measuring the 
influence of observable and personally controllable factors. Consequently both the 
methodology employed and the speciflc questions asked do not address the variables 
of importance in the sociological explanations of the gender wage gap. 
When the expanded and modified career outcomes models were tested on a gender 
basis, the best fit of any model was obtained by the separate parameter testings of the 
modified model. Gender was more significant in career outcomes for this age group 
than career type. Also different variables are more important for women than for men 
in achieving career success. For men the only directly significant variable influencing 
career outcomes (both objective and subjective success) was employment age or time in 
the workforce. Chronological age was an indirect influence on objective success 
because increased chronological age resulted in a higher employment age. For women, 
however, objective success was directly influenced by employment age and level of 
education. Objective success is also indirectly influenced by chronological age through 
the employment age variable and the timing of education and age of graduation through 
the vocational age variable. Finally subjective success is directly influenced by 
employment age and indirectly by chronological age. 
While the results are based on a single organisation sample and cannot, therefore, 
be considered representative of the whole population, they are important in that they 
show that there are distinct differences between the career outcomes and influences of 
males and females. 
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Contribution 2: Career Outcomes 
The research undertaken here contributes to a better understanding of career 
outcomes, or success, primarily in terms of how success was defined and measured. 
The levels of success reached both overall, and on a gender basis, are less important 
due to the limitations of the sample. 
Career outcomes were measured both in objective and subjective terms. 
Objectively, success was measured as being a combination of job title, organisational 
classification and salary. As outiined above, significant gender differences remain at 
the objective success level, a finding which is consistent with existing literature. The 
main reason given for this difference is that women tend to have less labour force 
experience due to career intermptions for family or other reasons. 
One interesting finding which cannot be easUy accounted for in the economics 
based literature referted to in the preceding discussion on career intertuptions is the 
position of women who have had no intermptions to their careers. As anticipated, the.se 
women were significantly more successful on all measures of objective success than 
women who had intermpted careers. While their levels of success on the measures job 
title and job classification were simUar to the men in survey, it was found, however, that 
they still received significantly lower incomes. In effect, while women appear to be as 
successful as men from an outsider's perspective in that they are in the same level 
positions with the same or similar titles and responsibilities, they are not being 
remunerated at the same rate. The fact that women who have had continuous careers 
with no intertuptions are still earning less than men is accepted in the literature 
(Perlmutter & Hall, 1992). While the men in the survey had an approximate average 
salary of $42, 000, women with non-intermpted careers had an average annual salary of 
approximately $37, 000. Although this is significantly higher than women whose 
careers have been interrupted at some stage (average annual salary approximately $32, 
000), what is unusual is that they are apparently equal in terms of the other aspects of 
objective success (job title and position classification). It is very difficult to explain 
why this should be the case without introducing elements of institutional and social 
discrimination. Such a discussion is, however, beyond the scope of this thesis. 
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The second element of success which is used in the model is subjective success. 
Subjective success represents how successful a person feels themselves to be in the 
work place and is an intemal measure which is calculated using an attitude scale. The 
subjective success scale devised for use in this study consisted of six attitude 
statements which respondents were asked to rate on a five point Likert type scale 
ranging from (1) strongly disagree to (5) strongly agree. When tested both on a small 
sample group and then on the final sample of 284 employees, the scale was found to 
fall within the recommended levels of reliability (as measured by Cronbach's alpha 
coefficient) for this type of research (Nunnally, 1967). The reliability of the scale did, 
however, fall from .73 when tested on the initial pilot sample to .62 when applied to the 
full study. 
Although further testing and refinement would make the subjective success scale 
more stable, it represents an important contribution not only to the literature but also to 
career counselling psychology. The subjective success scale provides a tool which, by 
measuring the extent to which people feel they have succeeded, can provide an indicator 
of underlying career problems. Job satisfaction scales do not specifically measure this 
aspect of an employees' attitudes. By identifying whether or not a person is satisfied 
with their success, rather than simply whether or not they are satisfied with their job, 
further counselling should be able to pinpoint specific career problems which can be 
rectified. 
Despite these lower levels of achievement, however, women scored similar levels 
of subjective success. In other words, although significantly less successful to the 
outside observer, women were as satisfied with their relatively low levels of success as 
men were with much higher levels. Betz and Fitzgerald (1987) report a similar finding 
where in a sample of 328 graduates in which no significant differences were found in 
the self perceived levels of success between the male and female respondents although 
the women were demonsd"ably less successful in terms of levels of pay. 
One possible explanation for this discrepancy in self evaluations of success 
between males and females which is supported by other studies is that women define 
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success differently to men and tend to place a stronger emphasis on intrinsic rewards. 
Northcutt (1991), for example, found that over half of the women she surveyed (52%) 
defined career success as "achieving one's personal goals" with the second most 
common definition of career success given as "enjoying one's work" (49%). This 
tendency is confirmed by Freeman (1990) who, in her study of female managers, states 
that "women do not want to climb a career ladder just for the sake of upward mobility. 
Movement and change must be associated with the intrinsic rewards of work" 
(Freeman. 1990: 52). Whilst satisfying work was a priority for the women managers 
in that study, the desire for work satisfaction did not, however, override the desire for 
career opportunity and advancement. 
This would suggest then that the reason for the similarity of subjective success 
variables is not entirely due to differing gender based perceptions of career success. 
An altemative explanation is that, given the history of female labour force participation 
and level of success, women have lower expectations of achievement in the workplace 
(Golzen & Gamer, 1990). Souerwine (1978) found the career expectations of working 
women to be both lower and different to the expectations of working men. Although 
recent studies such as those by Rosen (1989) and Freeman (1990) indicate that girls 
and young women in the 1980s and 1990s have relatively similar career aspirations to 
young men, the women in this survey were bom during the 1920s through to the 
1950s. They would be expected, therefore, to be influenced by more traditional values 
and limitations. 
Although reasons for the similarity of subjective success levels in light of the 
differing levels of objective success are not specifically addressed in the Study 3 
questionnaire, this finding formed the basis of the interviews undertaken in Study 4. In 
terms of definitions of success, relatively littie difference was found between men and 
women. This may, however, be due to the age of the interviewees as most men agreed 
that when they were younger money and status were more important to them than they 
are today. 
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Significant differences were found between men and women as to why they 
believed there was a discrepancy between men's and women's subjective success at 
different levels of objective success. The most common explanations, however, were 
related to expectations. Women most commonly felt that they had low expectations 
and therefore, were satisfied with less. This finding is supported in the literature (Betz 
& Fitzgerald, 1987; Mednick & Thomas, 1993; Nieva & Gutek, 1982; Souerwine, 
1978). Men on the other hand felt that socially they were under too much pressure to 
succeed in objective temis. Consequently, although they may enjoy their work and feel 
fulfilled, many men did not feel successful because they believed that others expected 
more of them. While the issue of women's perceptions and expectations of success 
have been addressed in detail in the literature, male specific, as opposed to general 
career literature, has not examined this issue in detail. 
Contribution 3: Career Pattern Typology 
The new typology of career patterns which was developed for use in this 
research is non-gender specific and takes into account recent changes in workforce 
behaviours. Career patterns are descriptive categories which outline the history of an 
individual's career. Although the individual work experience of any given person is 
unique, certain patterns are common to many people. The role of typologies is to 
provide a set of descriptive categories which will encompass all workers within a given 
sample. Many theorists have developed career pattem typologies to describe the work 
experiences of subjects. In this study a new typology was devised, based on earlier 
classification but also taking into account criticisms made of these typologies. 
Theorists whose typologies were examined include Miller and Form who 
classified career pattems on a bi-polar scale ranging from the most secure to the most 
insecure. Super who devised separate classifications for male and female workers, 
Zytowski who developed a typology of female career patterns based on "degree of 
participation" ie. the extent to which the occupation is traditionally associated with 
women as well as career typologies which explicitly include "non-traditional" career 
types such as those developed by Driver and Hearn (Crites, 1969; Fitzgerald & Betz, 
1987; Kane, 1986; Pietrofesa & Splete, 1975; Super et al., 1957; Weinrach, 1979). 
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One problem with defining and naming specific career pattems is that, given the 
changing nature of the labour force, a career pattem which accurately describes a 
common career experience in one decade, may be extremely unusual to the extent of 
being irtelevant in another. This is particularly noticeable in the case of women's 
careers. Both Super (1957) and Zytowski (1969) assume the modal role of women to 
be homemakers. Consequentiy, career pattems which were considered "unusual" when 
these typologies and definitions were developed, are now more common that those 
patterns which were considered "normal" 20 or 30 years ago. One of the main 
criticisms of existing career pattem typologies is that they are dated in their definition 
of their career types, and that not all career pattern typologies allow for flexible, 
multiple job career patterns. Bearing in mind the potential for change, and avoiding 
value judgments such as naming a particular career pattem as "unusual" (Zytowski, 
1969) or "conventional" (Super et al., 1957), the following typology of careers was 
developed for use in this study: 
1. Linear - individuals join an organisation at a relatively low entry level 
position and then progress steadily upwards within that organisation; 
2. Steady - individuals undertake a period of initial training and then remain 
in the same profession throughout their working lives although not 
necessarily in the same organisation; 
3. Static - individuals enter the workforce in a given occupation at a given 
level and remain at approximately that level indefinitely; 
4. Intermpted - individuals work for a while, leave the workforce and then 
retum to paid employment at a later date; 
5. Migratory - individuals change jobs regularly according to economic 
circumstances and the work that is available; and 
6. Spiral - individuals change jobs regularly according to their interests and 
to develop their skills. 
This typology is non-gender specific and allows for "traditional" and "non-
traditional" career pattems for both males and females. Linear, steady and static career 
patterns describe common traditional male work experiences while the interrupted 
career is the most common amongst women. The additional types, migratory and 
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spiral, are similar in that both allow for people who work in a variety of different jobs 
throughout their career but differ in the motivation behind the career changes. 
Although there were respondents who fitted into each category, the "traditional" 
career patterns accounted for most respondents in this thesis. If the distribution 
between career types was relatively even, it would be expected that each would account 
for approximately 17%, or one sixth, of the total number of respondents. The results 
of Study 3 indicated, however, that the most common career pattems experienced by the 
respondents were traditional career patterns with very few being classified as either 
migratory or spiral. Interrupted careers accounted for 34.5% of the total respondents, 
static careers for 26.4% and linear careers for 21.5%. Only five respondents (1.8%) 
fitted the migratory career pattem while 18 (6.3%) were classified as spiral careerists. 
The remainder (27 or 9.5%) followed a steady career pattem. 
This distribution of career patterns indicates that for the Queensland Department 
of Education the earlier career typologies, such as Super's (1957), are still useful. In 
this case. Super's career patterns would have accounted for approximately 90% of 
respondents. Anarchic careers and career pattem typologies such as that proposed by 
Heam (1980) were only applicable to reasonably small numbers of workers, in this 
case less than 10%. 
It is possible that the unique organisational or professional characteristics of the 
teaching profession, or educational adminisd'ation, mean that this distribution of ctireer 
patterns would not be replicated with other groups. Given that the sample was ba.sed 
only on Queensland Department of Education staff aged 45 years and over, any 
teachers or administrators who found that they were dissatisfied with education as a 
career may have already changed careers into a totally different area. Another factor to 
be taken into account is that, as the largest career pattern group was the interrupted 
career and that all intermpted careerists were women, education based careers may be 
disproportionately attractive to women and so the sample may not be able to be 
considered representative of the entire workforce. 
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Although when applied to this particular sample group, the distribution of 
respondents into career types is very uneven, this does not mean that the career pattern 
typology is not useful. The value of this typology is that it is non-gender specific, 
involves no value judgments in the naming of specific career pattems and is flexible 
enough to include both traditional careers and variations on these. While the multiple 
job career patterns of migratory and spiral careers are not common, they still exist and 
should not be ignored for the sake of convenience in any classification system which 
attempts to account for the experiences of employees as a whole. Replicating the study 
using respondents from different professions or types of organisations would establish 
whether or not the distribution of career types found in the Queensland Department of 
Education, and panicularly the high level of traditional career patterns followed, is 
typical throughout the workforce. 
Contribution 4: Seniority 
The contribution made by this research to the literature conceming seniority relates 
to both the measurement of seniority and the effects of seniority on this sample. In 
Studies 2 and 3 seniority has been defined in terms of two elements, employment age 
which refers to the length of time in total that a person has been employed and 
vocational age which refers to the number of years that a person has been in the 
profession in which they are currently employed. Again, the specific findings 
regarding the effects of seniority should not be taken to be applicable across other 
situations as there may be specific organisational factors which have influenced its 
effect in the Queensland Department of Education. 
While both employment age and vocational age differed significantly between 
male and female respondents, the relationship between the two variables in each group 
was consistent. For males, average vocational age was 7.1 years less than average 
employment age while for females the difference was 7.3 years. With a mean of 25.3 
years workforce experience for women, this study reinforces Stewart and Greenhalgh's 
(1984) assertion that given the number of years women in the 45 years and over age 
group have been employed, female attachment to the labour force cannot be considered 
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peripheral. On average, women tended to have only 5.7 years less work experience 
than men and 3.3 years less experience in their curtent occupation. 
Both employment and vocational age form part of the wider concept of seniority. 
Seniority has been variously defined to mean "the length of time in a piuticular job", the 
"length of service in an occupation" and "the length of an employee's continuous 
service in an organisation" (Ronen, 1978: 297-298; Shirom & Mazeh, 1988: 38; 
Gordan & Johnson, 1982: 256). 
Before discussing how these altemative ages contribute to the understanding and 
influence of seniority variables on career outcomes, it is important to note that prior to 
the Savage Report of 1986, seniority in terms of an employee's continuous service, 
could be explicitly used as a basis for promotion or to appeal against a promotion in 
the Queensland Public Service. In cases where two applicants for a position were 
equally well qualified for a position, the candidate with the greater seniority was 
promoted. The current system of promotion throughout the Queensland State Public 
Service is now based entirely on merit, with seniority playing no part (Savage, 1986; 
Selth, 1991; Wiltshire, 1975). 
Of the two aspects of seniority involved both had a consistent relationship with 
career outcomes and, in particular, objective success. When tested as part of the overall 
model, objective success is a composite variable made up of the second and third 
measures of objective success (job classification and salary). The wider concept of 
employment age had a direct and significant positive relationship on objective success 
in all variations and testings of the model, a finding which confirms the statement by 
Shorten and Lewis that "workers with more experience, ceteris paribus, receive higher 
wages" (Shorten & Lewis, 1991: 242). Conversely vocational age consistently had no 
significant relationship with objective success when tested within the context of the 
overall career models. This lack of a significant relationship was evident in the core 
model, the expanded model and the modified model and remained consistent across all 
testings. 
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When tested on an individual variable basis, however, significant correlations were 
found between both "age" variables and individual aspects of objective success. This 
discrepancy can be explained in that the model variable, objective success, is a 
composite variable made up ofthe individual objective success measures. Employment 
age was found to be significantly related to all three elements - job title, classification 
and salary. Vocational age, when tested on the component parts ofthe overall objective 
success variable was found to be significantly related to job title and to salary. 
Although for the overall sample, vocational age influenced two aspects of objective 
success, when the sample was divided into male and female significant differences were 
found. Vocational age had no significant relationship with any of the objective success 
measures when measured separately for males and females. Employment age, whilst 
showing a significant and positive relationship to all objective success measures for the 
overall sample, had a different influence on the career outcomes of males compared to 
females. For men the relationship between employment age and each of the measures 
of objective success was both significant and negative whereas for women the 
relationship was significant and positive. This negative relationship between 
employment age and objective success for males was evident only in the testing of 
individual relationships. In the overall testing of the career outcome models, the effect 
of employment age was significant and positive. 
The contribution of this study to the seniority aspect of career theory literature is 
twofold. First, instead of relying on a single, time related experience variable called 
"seniority", two specific aspects of seniority were defined and measured. The more 
common of these in terms of the literature is what was termed for the purposes of this 
study "vocational age". However a second, broader concept, employment age, was 
introduced to measure the effect of overall labour force experience on career outcomes. 
In summary, vocational age measures the seniority of the individual within their 
profession while employment age measures the seniority of the individual within the 
labour force. 
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Contribution 5: Developmental Literature 
The age group covered by the research can be considered to be in the mid to late 
stages of their careers both from a developmental stage perspective and from the point 
of view of the number of years that they have been employed. The age group surveyed 
encompasses what are termed by developmental psychologists such as Super as the 
maintenance and decline stages of career development. As with all developmental 
theory, some flexibility is allowable in the definition of stages. Although Super defines 
the age group covered by maintenance as being 45 to 65 and that of decline as being 
from the age of 65, the developmental tasks characteristic of the decline stage, such as 
preparing for retirement, would be carried out at an earher age by this group given the 
differences in work related and pension related legislation in Australia compared to 
those in the United States. 
During the maintenance stage the main tasks faced by the individual are "holding, 
updating and innovating" while during decline the focus of the individual is on 
disengagement from work and creating a new self-image which is independent of their 
work environment (Whitbourne, 1986; Wilhams & Savickas, 1990). On a purely age 
defined basis the sample group from the Queensland Department of Education cleariy 
fits within the maintenance and decline stages. In terms of the tasks which characterise 
each stage, no questions in the survey were explicitly asked for the purpose of 
confirming whether or not the respondents were working through the defined tasks. 
However, some of the career type and subjective success attitudinal statements from 
Section 2 of the Study 3 questionnaire, combined with the educational variables 
concemed with timing, can be used as an approximation. 
The main attitude statements of interest are those which concern the individual's 
perception of their future in the work place and those which indicate their willingness to 
take risks, specifically in terms of changing jobs. The five statements used, and the 
average response given based on the five point Likert type scale used in Section 2, ie, 
(1) strongly disagree to (5) strongly agree, are outiined below: 
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Statement 
Value 
I would be prepared to move to another town or city if 1 was offered a 2.1 
better paid job there 
I am prepared to change jobs regulariy to increase my overall career 2.2 
prospects 
1 believe I will be working in this type of job for the rest of my working 3.9 
Hfe 
I believe I have achieved my potential in die workplace 3.0 
1 have no plans for promotion 3.5 
From the responses above, it is clear that most respondents do not expect their 
careers to undergo any substantial changes between now and retirement, nor are they 
prepared to take risks such as making major changes to their lifestyles (ie. by moving 
to another town) to improve their career prospects. These results indicate that the main 
expectation of the respondents is that they will remain in their current or a similar 
position for the remainder of their working lives. They appear, therefore, to have the 
personal characteristics expected of an employee at the maintenance stage of their 
career. This was further verified by participants in the Study 4 interviews, several of 
whom mentioned without prompting that they did not expect to be promoted again 
during their career. 
The other specified tasks of the maintenance stage, updating and innovating, can be 
approximated by examining how recentiy respondents have updated or improved their 
qualifications. Overall, 50% of respondents had graduated with some tertiary 
qualification in the last twelve years, with 17.3% graduating within the past five. For 
those respondents who have more than one qualification, half had graduated within the 
last ten years. These figures imply that formal edtication, and the updating of skills, is 
a characteristic of many of the respondents in Study 3 and from this perspective they 
can be considered to be representative of the maintenance career stage. These 
behavioural measures, as stated previously, were not specifically designed to test 
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whether or not respondents fulfilled the task requirements characteristic of the 
maintenance stage of development, rather they serve only as an approximate guide. 
An altemative to Super's definition of career stages, and one which is specifically 
designed to account for adult career development, is that developed by Levinson et al. 
(1978). Under their schema, the target sample fall within the "middle adulthood era" 
which incorporates two stages "becoming one's own man" (BOOM) and 
"restabilisation". Given the characteristics of each stage, it would be expected that 
those who are going through the BOOM stage, a period during which the individual 
attempts to reconcile what has been achieved with what is desired, would tend to have 
lower levels of subjective success than those in restabilisation period. T-tests were 
carried out on those aged 50 and below and those aged over 50 in the sample to see 
whether they differed in their levels of subjective success. The mean subjective success 
for each group was relatively high (50 and under - 3.4; over 50 - 3.5) and no 
significant differences were found between the two groups. This finding is surprising 
considering that dissatisfaction with career achievements was expected to be relatively 
high for those in the BOOM stage (50 and under). 
Implications ofthe Results ofthe Research 
The main implications of the results of this research revolve around the issues of 
career interruptions and gender. Although these can be considered separate issues, the 
fact remains that the majority of respondents in Study 3 who had an extended career 
intermption were women and that the primary reason for these intermptions was family 
duties. This may, however, be due to the sample selected. All participants in the 
research were aged 45 years or older and so had been socialised into a culture which 
expected women to take significant time out of the labour force to raise children. 
The major change in the composition of the labour force in the last 20 years has 
been the increa.sed participation of women, and in particular, martied women. In the 
past only single women tended to have continuous unintermpted careers along the lines 
of the traditional male career pattern. Although the linkages between marriage/child 
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bearing and labour force participation are weakening, this study confirms earlier 
research which cleariy shows that the effects of intertuptions at an early stage of the 
individual's career will impact on long term career success (Betz & Fitzgerald, 1987). 
One of the major contributing factors to the long term effects of child bearing 
related career intertuptions is the age of the individual when the break is taken 
combined with traditional theoretical conceptions of age related career behaviours. 
Women who take time out for child bearing tend to do so between the ages of 25 years 
and 35 years (Perimutter & Hall, 1992), It is important at this point to note that in this 
survey the average number of years of career intermptions was only 8.3 which, when 
compared with a potential working life of approximately 45 years, is minimal. It is the 
timing of these intermptions, rather than the concurtent decrease in length of labour 
force participation, which appears more important. 
The period during which most women are out of the labour force coincides with 
the developmental theorists stages of establishment and maintenance. During these 
stages the tasks of the individual revolve around establishing themselves in their 
appropriate vocation and reinforcing this choice through appropriate workforce 
experience and behaviour. The successful completion of this stage leads to a 
consolidation of gains on which future advancement is based (Osipow, 1983). One of 
the major criticisms of the developmental approach to career development is that it is 
too rigid. Failure to complete the relevant tasks for each stage "on time" from a 
chronological age perspective implies that the individual concemed is falling behind in 
their career development. 
Given that women are most likely to be out of the workforce during this critical 
period of establishing themselves in their careers and laying the foundations for future 
success, theorists need to reconsider the age based stage approach to career 
development as it applies to women. Failure to re-evaluate appropriate age/stage 
relationships will mean that the consequences of early career intermptions will continue 
to disproportionately adversely affect women throughout their careers. The initial 
career stage developmental models were developed during the 1950s and 1960s at a 
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time when adult education was relatively uncommon. As more adults retum to colleges 
and universities, their continued contributions in new careers are dependent on some 
recognition that the age based approach to career development is no longer necessarily 
appropriate. 
From a practical and career counselling perspective, those who intend taking an 
extended period out of the labour force should be made aware of the probable long 
term consequences of such a decision in financial terms. As the data from Study 3 has 
shown, a short term intermption of less than five years had a negligible effect on long 
term career success of participants in this research. For these employees it appears 
that the critical point for adverse consequences comes with a five year career 
intermption. Further research in other occupational areas would be needed, however, to 
determine whether this critical point is common throughout the labour force. 
On a policy level the main implications of this finding are that, to avoid the loss of 
the experience and knowledge these women have when they leave the labour force, the 
provision of adequate assistance for family responsibilities needs to be investigated. 
This could be achieved, for example, either through subsidies or through tax deductions 
payable to the individual. Altematively, organisations which assist in the provision of 
care could be eligible for some form of assistance. Any assistance of this type would 
represent a major expansion of the current "carer's allowance". From a policy 
perspective this issue is too complex to address in detail here. It should be noted at this 
stage that although child bearing and rearing were the main family responsibilities for 
which people in this research took timeout of the labour force, some respondents also 
took time out to nurse elderly relatives. As the population continues to age, this is 
likely to become a second major cause of career intertuptions unless adequate care 
facilities for the elderly become available. It is possible, therefore, that over the next 20 
years women who have already experienced one major career intertuption for family 
reasons (children) may experience a second for the care of parents or other elderiy 
relatives. 
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Career intermptions are a controllable variable. Individuals can choose whether or 
not they will leave the workforce and, if they do decide to leave, for how long. The 
other major findings of the study, however, involve the non-controllable factor of 
gender. While there are difficulties in determining exactiy to what extent gender 
infiuences career success, due to the additional influences of career intertuptions and 
lower educational achievements, and both are recognised factors in adversely affecting 
career outcomes, some discrepancies remain. In particular, this survey found that those 
women who had no career intermptions, and therefore followed similar career patterns 
to the men in the study, still did not achieve the same levels of salary. This may be due 
to institutional and organisational biases within the Queensland Department of 
Education however, similar findings were found in other studies in the literature as 
discussed previously. 
A second interesting point about those women surveyed who had no career 
interruptions is that despite their lower salary levels they were apparently as successful 
as men from an organisational perspective as they did achieve similar levels of success 
in terms of job title and job classification. Again, a replication of this study in different 
organisational contexts is needed to determine the extent to which this finding holds 
outside of the Queensland Department of Education. 
Further research is needed which addresses broader concerns of work place 
practices to determine why this is the case. Fuchs (1983) for example attributes 
discrepancies in male and female achievement where all other controllable factors are 
equal as being due in part to preconceived employer perceptions as to the role of 
women in the workplace. This does not, however, account for why the women in 
Study 3 were paid less on average when they held similar positions with similar levels 
of responsibility. Although theoretically anti-discrimination legislation should prevent 
such a situation occurring, it appears from other research than women are still being 
paid less for doing the same work as men (Betz & Fitzgerald, 1987). This situation 
also was found to exist amongst female managers in Ausd-aha. Still, Guerin and Chia 
(1992) found that women managers received less remuneration than males managers at 
all levels, a situation which became more pronounced at the higher levels. 
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From a policy perspective in Australia, relevant legislation such as the 
Commonwealth Sex Discrimination Act 1984 and the Affirmative Action (Equal 
Employment Opportunity for Women Act), 1986 is already in place. The issue now, 
however, is to ensure the appropriate implementation of the legislation in the work 
place. It is essential that sufficient monitoring of the effects of the legislation is carried 
out to ensure that the provisions of the law are being implemented appropriately in 
organisations throughout the country. This will become increasingly important as 
more women pursue continuous careers eliminating career intermptions, or potential 
career interruptions, as a cause of the relatively low salary levels of women. 
A final implication of the results of this study is in the field of education. Women 
still tend, on average, to be less well qualified than men. In the testing of the models it 
was found that educational achievements played an important role in determining the 
overall career success rates of women but not men. Education, and in particular level of 
education, represents a controllable factor which significantly impacts on the long temi 
career outcomes of women. Again while the specific findings regarding the levels of 
education achieved cannot be generalised beyond this sample, there is support for the 
overall finding that women are still, on average, less qualified than men. According to 
the Australian Bureau of Statistics a higher proportion of men (39.0%) have post 
school qualifications compared to women (24.9%) (ABS, 1993a). 
Chapman and Mulvey (1986) estimate that each additional year of schooling adds 
4% to a woman's houriy wage. It important to note, however, that although women with 
qualifications earn more than women without qualifications, they still do not earn as 
much as men with comparable qualifications. According to US data, a woman with a 
college education will earn approximately the same amount as a man with an 8th grade 
education (Betz & Fitzgerald, 1987). 
Given the demonstrated value of formal education on women's career 
achievements, it is clear that to maximise their potential in the workplace, women should 
aim to gain some post school qualifications. The trend towards increased levels of 
education has been noted in the Australian situation by Still (1992). She notes. 
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however, that although women managers are increasingly well qualified, they remain 
concentrated in "soft" areas of study such as the liberal arts and social sciences. Thus, 
she contends, the issue is not just to encourage more women to undertake further study 
but to ensure that the study is undertaken in a valued area. This is a major implication 
for career counsellors who should point out the benefits to female students not only of 
undertaking tertiary level qualification but to direct their energies into functional areas 
of study. 
From a policy perspective, education in different fields is equally available to males 
and females. The main problems which prevent female students from either entering 
into non-traditional fields of study or continuing their education in the first place tend 
to be social. In particular the family environment and parental expectations play a 
critical role. Ultimately, the decision whether or not to undertake further study is an 
individual one. Public policy has a limited role, therefore, and can only encourage the 
use of educational institutions and courses by women. 
Summary 
This thesis set out to test a model which sought to explain the varying achievement 
levels of the respondents and to document their career experiences and outcomes in 
order to add to the understanding of workers in mid to late career. The decision to 
concentrate on the 45 years and over age group was made on the basis that with the 
ageing of the population this segment of society is becoming increasingly important. 
In addition, there is relatively littie research conducted on this age group in the 
workforce. Also, these employees were expected to have relatively stable careers and, 
for women, having completed child bearing, were unlikely to have further interruptions 
to their careers. 
This research was carried out using a series of four studies which employed both 
qualitative and quantitative methods. The major limitation of the research is the sample 
used. All respondents to the Study 3 questionnaire and participants in the Study 4 
interviews were drawn from a single organisation, the Queensland Department of 
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Education. Consequentiy, the findings cannot be generalised to the overall population, 
although some ofthe trends found have previously been reported in the literature in the 
context of other, broader studies. 
The main objective of this research was to develop a model of career outcomes 
which would be tested on an appropriate sample of employees. A core model of purely 
work related variables was devised. This five variable model proved to be the most 
satisfactory in accounting for the varying levels of success of the respondents. 
Employment practices, however, do not take place in a vacuum and so the model was 
extended to include additional, external variables likely to influence career outcomes 
either directly or indirectly through the core model variables. As a result of the testing 
ofthe expanded model, and the subsequent development of a modified version of the 
expanded model, key significant differences were found on the basis not only of career 
type but gender. 
Initially this research was not intended to concentrate on gender based issues of 
career development. It hoped instead to develop a model based on controllable 
variables such as experience and education which was equally applicable to both male 
and female employees. Despite controlling for intervening variables such as career 
intermptions, the gender differences proved to be stronger than any other differences. 
The research also achieved its second objective which was to add to the overall 
understanding of workers in the 45 years and over age group by cartying out an in-
depth study of employees. It clearly outlines the curtent position of Queensland 
Department of Education employees in this age group as well as documenting their 
relevant labour force experiences and demographic characteristics. Although the 
sample is limited, the detail of investigation adds to the understanding of workers in the 
45 years and over age group because of the depth of research which was possible 
through the use of both a questionnaire and follow up interviews. 
The infiuence of chronological age on career success was, as expected, found to be 
fairly weak despite consistent findings that older employees tend to be paid more than 
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younger employees. Instead the most influential variables were labour force 
experience, gender and career type. The main relationship which was significant in all 
cases and all models was that between employment age and objective success. 
Chronological age in tum was found to be the main identified influence on employment 
age. So it can be seen that it is experience, rather than age, which is the more important 
influence on the individual's career success. 
Overall the conclusion of this thesis is that cond-ollable career influences were less 
important for the sample group than the single uncontrollable variable of gender. 
Within the context of this research it was not possible to develop a single career 
development and outcome model which is equally applicable to males and females 
because the differences between males and females in the workforce continue to 
outweigh the similarities. The experience of these mid to late career employees is such 
that, despite legislative and work place reforms, substantial barriers still exist which 
prevent these women from achieving theu potential in the work place. 
Directions for Future Research 
While the conclusions drawn from this research are limited in their application due 
to the decision to concentrate on a single organisation, the findings highlight several 
areas for future research. First, the generalisability of the model could be enhanced by 
testing it on a larger sample drawn from a variety of organisations and professions. By 
testing on a broader sample, the linkages between variables which were shown to be 
significant for employees within the context of the Queensland Department of 
Education could be tested in other professions and organisations. The findings then, if 
generally applicable, could be used as the basis for career planning and advice. 
Ideally, further research would also include employees in a wider age range. To 
obtain a fuller understanding of how the factors identified influence individuals at 
different stages of their careers, the research should be longitudinal following these 
people, their career experiences and attitudes over a long period of time. One problem 
with asking respondents to reflect on theu earlier career experiences and attitudes, for 
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example in Study 4 respondents were asked if their perceptions of what constituted 
"success" had changed over time, is that their memories can be faulty. If a record is 
kept of such attitudes at specific times in an employee's career, more accurate data can 
be collected and analysed. 
In terms of specific issues which emerged during the research and which warrant 
further investigation, two major findings stand out. First, is the gender differences in 
subjective success which were the subject of the Study 4 interviews. Although this 
issue was explored in the interviews, the data collected retains the same limitations of 
other data in this research, ie. it is organisation and profession specific. Further 
refinement of the subjective success scale is possible. It should then be tested on a 
wider range of workers to determine whether or not these gender differences hold 
across different ages and occupational groupings. Also, while the interviews did 
address the gender differences issues, they were exploratory and sought only to gain a 
greater understanding of the phenomenon rather than clearly addressing the reasons as 
to why these differences may occur. 
A second issue which could be explored in further research relates to the 
differences which emerged in attitudes between those employees who are teachers and 
those in non-teaching roles. Substantial differences in attitudes emerged in terms of 
what was important in a job and what constituted success when comparisons were 
made between administrative and teaching staff. Of particular interest is the finding in 
the interviews that men who view teaching as a vocation and who have spent their entire 
working lives in schools tend to exhibit what are traditionally considered feminine 
attitudes towards success. Further research could focus on what the precise differences 
are between the attitudes of teachers and other education related employees and seek a 
deeper understanding as to why these differences have emerged. 
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Although the research presented in this thesis is limited in its application due to 
sampling decisions, the findings raise a number of issues for future research. These 
revolve around three major themes. First, the model could be tested within a broader 
context to test for its generalisabihty outside of the Queensland Department of 
Education. Second, the gender differences in subjective success which were found in 
Study 3 could be further investigated and more precise explanation as to why these 
occur developed. Finally, more research could be conducted into the different attitudes 
towards work and success held by teachers and other occupational groups. 
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SECTION 3: BACKGROUND INFORMATION 
Finally, I would like to ask some questions about yourself to help Interpret 
the results of this survey. The information you give In this section Is strictly 
confidential and cannot be used to identliy you. 
1. What was your age on your last birthday? 
2. What gender are you? (please circle number) 
D 
1 Female % Male 
3. Which of the following best describes your present marital status? 
( please circle number ) 
1 Married 
2 Never married 
3 Separated/divorced 
4 Widowed 
5 Living with a partner 
4. Do you have any children? (please circle number) 
Yes No 
(go to question 5) (go to question 6) 
5. Please list the year(s) of your child(ren)'s birth(s) in order from oldest 
to youngest. 
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APPENDIX 5.2 
STUDY 3 QUESTIONNAIRE 
THE UNIVERSITY OF 
QUEENSLAND 
GRADUATE SCHOOL OF 
MANAGEMENT 
CAREER STUDY 
Please Indicate when and why these InterrupUons occurred. 
Dates of Interruption Reason(s) for Interruption 
From To 
7. In total, how many years have you been employed on a full time basis 
during your working life? 
8. How many years you been employed on a part time basis? 
9. How many years have you been employed on a full time basis in the type 
of job you now have eg. teaching, administration, nursing? 
10. How many years have you been employed on a part time basis in the 
type of Job you now have? 
11. Approximately what is your annual salary? (please circle number) 
1 Less than $ 5 000 8 $35 001 - $40 000 
2 $5 001 - $10 000 9 $40 001 - $45 000 
3 $10 0 0 1 - $ 1 5 000 10 $45 0 0 1 - $ 5 0 000 
4 $15 001 - $20 000 11 $50 001 - $60 000 
5 $20 001 - $25 000 12 $60 001 - $70 000 
6 $ 2 5 001 -$30 000 13 $70 001 - $85 000 
7 $30 001 - $35 000 14 More than $85 000 
SECTIONS: BACKGROUND INFORMATION 
1. In what year were you bom? cnnii 
What gender are you (please circle number) 
I Female 2 Male 
3. Which of the following best describes your current marital status? 
1 Married 
2 Never married 
3 Separated divorced 
4 Widowed 
5 Living with a partner 
4. Do you have any children? 
1 Yes No 
If yes, how many children do you have? 
In what year was your oldest child bom? 
In what year was your youngest child bom? 
1 1 1 
What is the highest level of formal education that you have reached? 
(please circle only one number) 
1 
2 
3 
4 
5 
Primary school 
Secondary school 
Trade qualification 
Certificate 
Associate diploma 
6 
7 
8 
9 
10 
Diploma 
Bachelor's degree 
Post graduate diploma 
Master's degree 
Doctorate 
APPENDIX 5.3 
STUDY 3 VARL\BLES 
VARIABLE 
QNO 
; N 0 . iCODE 
1 1 
! 1 r o l 
• 
i. ; 1 
OSl 
-
1 
2 
i 3 
1 4 
1 5 
6 
1 7 
i 8 
i 9 
\ 10 
i 11 
; 12 
1 13 
i 14 
iCleaner/ Ground staff 
iTeacher Aide / Clerical Assist./Librarv Assist. 
;Clerk/ Secretary / Registrar?Admin Officer 
:Trainee Officer/ Executive Secretary 
1 Assistant Officer 
1 Classroom Teacher/Therapist 
jOfficer/Classroom Teacher (4 year trained) 
i Consultant/Adviser 
j Assistant Manager / Assistant co-ordinator / 
jSubject Master/Teacher-in-charge 
iSenior Officer/ Executive Officer 
i Manager / Deputy Principal/ Co-ordinator SSC 
\ Principal or Chief officer / Principal/ 
1 Assistant Director 
: Director 
i Director-General / Deputy Director-General 
1 : 
0S2 \ 1 
1 2 
1 3 
1 4 
1 6 
1 7 
1 8 
1 9 
1 10 
i 11 
i 12 
i 13 
i 14 
i Unclassified 
l A O l / P O l 
|A02 
IA03/P02 
i A 0 4 / Teaching Band 2 (<=3 year trained) 
1A05 / P03 / Teaching Band 3 (4 year trained) 
— ? ' ' " — • 
i Teaching Band 4 (Advanced Skills Teacher) 
1A06 / P04 / Teaching Band 5 (EOSD) 
i A 0 7 / P 0 5 
1 A 0 8 / P06 / Teaching Band 6 (Deputy Principal) 
iTeaching Band 7 (Principal) 
iSES Band 1 
iSES Band 2 
1 SES Band 3 
I ; 
WORK 
JOBS 
\ 1 
I 2 
\ 3 
{ 
iTeaching 
1 Administration 
1 Other 
i 
\ As per questionnaire 
1 5 to 6 
f 
1 
• • > • • " _ 
1 
i 
1 
i 
i 
1 
j 
! 
r- — 
8 to 9 
11 
13-14 
ORGS I As per questionnaire 
INTl \ 0 \No 
1 lYes 
INT2 lAsperquestionnarie 
INT3A i 0 iNo 
1 1 jYes 
: t 
INT3AY 1 i As per questionnaire 
j I 
INT3B i 0 INO 
1 lYes 
t : 
[NT3BY 1 1 As per questionnaire 
\ \ 
1NT3C 1 0 INO 
i 1 lYes 
i t 1 c 
INT3CY i As per questionnaire 
INT3D 1 0 JNo 
i 1 iYes 
i i 
INT3DY i i As per questionnaire 
INT3E i 0 JNo 
\ 1 iYes 
c I 
EA i ; As per questionnaire 
i 1 
EEA i I As calculated 
i i 
yA 1 i As per questionnaire 
i i 
EVA 1 i As calculated 
( : 
PS3_ i 1 i Less than $ 5 000 
1 2 i $ 5 0 0 1 - $ 10000 
16-17 
18 
20-21 
23 
25-26 
28 
30-31 
33 
35-36 
38 
40-41 
43 
45-46 
48-49 
51-52 
54-55 
57-58 
3 IS 10001 -S 15000 
\$ 15 001 - S 2 0 000 
IS 20 001 - S 25 000 
6 15 25 0 0 1 - $ 3 0 000 
7 15 30 0 0 1 - 5 35 000 
8 1 5 3 5 0 0 1 - 5 4 0 000 
15 40 001 - 5 45 000 
10 15 45 0 0 1 - 5 50 000 
11 15 50 0 0 1 - 5 60 000 
12 15 60 0 0 1 - 5 70 000 
13 15 70 0 0 1 - 5 85 000 
14 15 85 000 and over 
TTTLE 10 'Classroom Teacher 60-61 
11 I Advanced Skills Teacher 
12 iTeacher in Charge / Year Level or Subject 
I Co-ordinator 
13 iTeacher Aide 
14 I Teacher Librarian 
15 j Special Education Teacher 
16 j District RelievingTeacher 
17 I Subject Master/ Head of Department 
18 i Deputy Principal 
19 j Principal 
20 I Administrative Officer/ Registrar 
21 I Assistant Co-ordinator 
22 I Officer / Co-ordinator 
23 I Senior Officer 
24 j Manager 
25 j Co-ordinator School Support Centre 
26 Director/ Executive Director 
27 Consultant 
28 Therapist 
29 Personal Assistant 
30 i Qeaner 
31 j Janitor / Groundsperson 
32 I Adviser 
33 I Auditor 
34 
35 
36 
Specialist Teacher 
Principal Officer 
Assistant Director 
REFW \ As per questionnaire 63-66 
ai \ As per questionnaire 
SSI ! As per questionnaire 7 
CT2 i As per questionnaire 
SS2 I As per questionnaire U 
013 i As per questionnaire 13 
SS3 I As per questionnaire 15 
CT4 i As per questionnaire 17 
015 i As per questionnaire 19 
SS4 I Reverse 21 
SS5 i As per questionnaire 23 
SS6 \ Reverse 25 
cr6 i As per questionnaire 27 
(TJ I As per questionnaire 29 
CTS j As per questionnaire 31 
j As per questionnaire 
j As per questionnaire 
I As per questionnaire 
i As per questionnaire 
c 
— i - . f c > — • • • • — . • - I • • " 
1 I Linear 
2 i Steadv 
33 
35 
37 
39 
41 
TYPEA 
3 i Static 
. . — • - • • • • » * • • 
4 I Interrupted 
I Migratory 
I Spiral 
1 i Linear 43 
2 i Steady 
3 i Static 
4 i Interrupted 
5 j Migratory 
i Spiral 
YEAR j As per questionnaire 5 to 8 
CA - I As calculated 10 to 11 
GENDER 0 iMale 13 
MS 
1 ! Female 
I 1 i Married 15 
2 ! Never married 
3 I Separated / divorced 
i Widowed 
CHILD 1 
5 I Living with a partner 
1 iYes 17 
iNo 
CHILD2 I As per questiormaire 19-20 
CHILD3 j As per questionnaire 22-25 
CHILD4 j As per questionnaire 27-30 
EDLEV j 1 i Primary school 
I 2 I Secondary school 
32-33 
j Trade qualification 
Certificate 
I Associate diploma 
6 I Diploma 
7 j Bachelor's degree 
8 
9 
i 10 
1 Post graduate diploma 
1 Master's degree 
i Doctorate 
FTCEY 
FTCET 
c j As per questionnaire 
1 
i As calculated 
QUAL [ i As per questionnaire 
EDTIMY 1 1 As per questionnaire 
: t 
EDTIMT 
ETRQ 
i i As calculated 
1 
i As calculated 
35-38 
40-41 
43-44 
46-49 
51-52 
54-55 
APPENDIX 5.4 
ORGANISATIONAL CHART OF THE 
DEPARTMENT OF EDUCATION 
Appendix 6". [^  - Overview of Departmental structure 
(Department of Education, 1992) 
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APPEiNDIX 5.5 
MAP OF THE REGIONS OF THE 
DEPARTMENT OF EDUCATION 
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APPENDIX 5,6 
TYPES OF SCHOOL ADMINISTERED BY 
THE DEPARTMENT OF EDUCATION 
'rc-ciinipnisors-
schoolint; 
PrCM-htitilt 
(lonipulsor. schoolinf; I'obt-Lonipulson, education 
- l.'iihcrNitic<>& 
university CHIICKCS 
•% i*rinKirv. schiNiisV I Scciindary M-li<iiil5> and sccohihiry dcnanmcnts 
ICiirlv cJiicatiiin classc.s 
.Spcci;ii cdiicitidn. 
Jcvciopmciual unit.<t 
and centres^ 
Cf>llc!;cs of technical and 
:.fiinlierediicatiun ^^  
Scnicir colleges 
Special sciiiiiils and special education unit.sfX 
Kural trjtnin;; schook 
School lit' DiManccHducation 
Awards 
Year 
Level 
Age at 
end 
of year 
Preschool 
5 
Yrs 
6 
Yrs 
7 
Yrs 
8 
Yrs 
9 
Yrs 
10 
Yrs 
11 
Yrs 
12 
Yrs 
13 
Yrs 
14 
Yrs 
Jnr 
ccn 
10 
15 
Yrs 
11 
16 
Yrs 
Snr 
ccn 
12 
17 
Yrs 
- ^ Entry- to: 
• Senior colleges 
• Colleges of tcchnicji 
and further education 
• Rural training schools 
- ^ F.ntry to: 
• I'nivcrsitics and 
univerMrs collcjcs 
• (lollegcs of technical 
and funhcr education 
APPENDIX 5.7 
MAPS OF THE METROPOLITAN EAST AND 
METROPOLITAN WEST REGIONS 
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APPENDIX 5.8 
SUMMARY SAMPLE REQUIREMENTS 
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APPENDIX 5.9 
SECTIONS INVOLVED IN STUDY 3 
Head Office Number of 
Questionnaires 
Director-Corporate Services \ 9 
Director-Equity: Workforce & Studies 1 
Director - Human Resources 8 
Director-Resource Management i 8 
Director-Studies 10 
Executive Director - Review & Evaluation i 2 
Executive Director-Regional Operations 1 1 
Manager-Executive Support Unit \ 1 
i 
Other Administration 
Executive Director-Metropolitan East Regional 5 
Office i 
Executive Director-Metropolitan East Regional \ 5 
Office i 
i 
Centre 1 
Environmental Centres \ 
I 
Fortitude Valley Environmental Education Centre i 2 
Nudgee Beach Environmental Education Centre 1 2 
St Helena Island Envirorunental Education Centre 1 2 
Education Centres \ 
t 
i 
Bayside Education Centre i 2 
Centre 2000 \ 2 
Cosmos Education Centre 1 2 
Creative Arts Resource Centre \ 2 
Ipswich Education Centre \ 2 
P-12 Language Education Centre I 2 
Sherwood Education Centre \ 2 
State Religious Education Centre \ 2 
Upper Mount Gravatt Education Centre I 2 
W.H. Hooper Centre i 2 
f 
{ 
Early Childhood Resource Centres \ 
Bnsbane South Early Childhood Resource Centre 2 
Stafford Early Childhood Resource Centre i 2 
District Special Service Centres 
Acacia Ridge District Special Services Centre 2 
Annerley District Special Services Centre 2 
Geebung District Special Services Centre 2 
Ispwich District Special Services Centre 2 
Kenmore District Special Services Centre 2 
Mount Gravatt District Special Services Centre 2 
Stafford District Special Services Centre 2 
Wynnum District Special Services Centre 2 
Distance Education 
Brisbane School of Distance Education 2 
Support Unit - School of Distance Education 2 
Centres for Continuing Education 
Coorparoo Centre for Condnuing Education 2 
Hendra Secondary College 2 
Oxley Secondary College 2 
School Support Centres 
Bayside School Support Centre 2 
Corinda School Support Centre 2 
Fortitude Valley School Support Centre 2 
Geebung School Support Centre 2 
Junction Park School Support Centre 2 
Limestone Hill School Support Centre 2 
Mount Cootha School Support Centre 2 
Mount Gravatt School Support Centre 2 
Open Access Support Centre 2 
Rural Shires School Support Centre 2 
Southern Vale School Support Centre 2 
Stafford School Support Centre 2 
Statewide School Support Centre 2 
SCHOOLS - METROPOLITAN EAST 
Primary (including Preschools and SEUs) \ 
Albany Creek SS 9 
Alexandra Hills SS 6 
Aspley East SS 
Belmont SS 
Birkdaie SS 
Brisbane East SS 
Cannon Hill SS 
Coolnwynpin SS 
Eagle Junction SS 
Geebung SS 
Hilliard SS 
Manly SS 
McDowall SS 
Mount Gravatt SS 
New Farm SS 
Nudgee SS 
Nundah SS 
Redland Bay SS 
Rochedale South SS 
Sandgate SS 
Stafford Heights SS 
Thomlands SS 
Victoria Point SS 
Virginia SS 
Wellington Point SS 
West End 
Wynnurn West SS 
Yeronga SS 
4 
6 
i 7 
3 
4 
7 
5 
\ 3 
3 
3 
7 
6 
1 3 
5 
1 4 
4 
6 
3 
i 4 
1 8 
1 5 
1 4 
1 4 
1 3 
i 4 
1 8 
c 
t 
Secondary Schools \ 
\ 
Aspley SHS 
Balmoral SHS 
Brisbane SHS 
Cavendish Road SHS 
CraigsleaSHS 
Holland Park SHS 
Macgregor SHS 
Nashville SHS 
i 9 
1 10 
i 20 
i 10 
1 13 
1 7 
i 20 
i 7 
i 
Sandgate District SHS 
Wynnum North SHS 
1 14 
\ 15 
t 
Special Schools \ 
: 
Asplev Special School 
Baroona Special School 
Darling Point Special School 
1 3 
2 
i 2 
Dutton Park Special School 2 
Eight Mile Plains Special School 2 
Geebung Special School 2 
Mount Gravatt Special School 2 
Mount Gravatt West Special School 2 
Newfarm Special School 3 
Newstead Special School 2 
Red Hill Special School 2 
Redland District Special School 3 
Royal Children's Hospital Special School 3 
Sandgate Special School 2 
Windsor Special School 1 
Xavier Special School 2 
SCHOOLS - METROPOLITAN WEST 
Primary (including Preschools & SEUs) \ 
Ashgrove SS 4 
Brassal SS 1 7 
Bundamba SS 7 
Corinda SS 1 6 
Graceville SS 1 6 
Grovely SS | 5 
Hilder Road SS 5 
Inala SS 6 
Ipswich Central SS I 5 
Ironside SS ; 8 
Jamboree Heights SS 1 8 
Kenmore South SS 3 
Leichhardt SS 3 
Logan Village SS 3 
Middle Park SS 4 
Moorooka SS \ 5 
Mount Crosby SS i 5 
Raceview SS i 7 
Riverview SS 1 4 
Rosewood SS 3 
Runcorn SS 7 
Serviceton SS i 4 
Sunnybank Hills SS \ 8 
The Gap SS 5 
Warn gal Road SS 7 
{ 
Secondary Schools 
\ 
Boonah SHS 
Ferny Grove SHS 
Ispwich SHS 
Lowood SHS 
Redbank Plains SHS 
Runcorn SHS 
The Gap SHS 
Yeronga SHS 
\ 5 
17 
14 
9 
1 18 
i 17 
i 12 
i 10 
Special Schools ! 
i 
Andrews Special School 
Calamvale Special School 
Claremont Special School 
Goodna Special School 
Inala Special School 
Ipswich West Special School 
Ipswich West Special School 
Milpera Special School 
Mitchelton Special School 
Montrose Special School 
1 2 
i 2 
i 2 
1 2 
1 3 
1 3 
i 2 
i 3 
i 3 
i 2 
APPENDIX 5.10 
STUDY 4 INTERVIEW QUESTIONS 
LNTERVIEW QUESTIONS 
Researcher : 
iDStitution : 
Contact : 
Susan Dann 
GiitTith Utiiversity 
875 7350 
Backgroand / demographic data 
Date: 
Age: 
Gender: 
Position: 
years 
Male 
Years in current position: 
Years in profession: 
First profession? 1. 
Other jobs: (briefly detail) 
Yes 
Female 
years 
years 
No 
Total years in the workforce: 
Interrupted career? 1. Yes 
Years of intermption: 
years 
years 
Reason(s) for interruption: (briefly detail) 
2. No 
Highest qualification achieved 
1> Primary school 
2. High school 
3- Tertiary - certificate 
4. Tertiary - diploma 
5. Tertiary - degree 
6. Tertiary - higher degree 
The purpose of this study is to ask males and females in the Department of Education 
to analyse their experiences 
1, First of all, I would like to ask you how you would define success. 
Is this how you have always defined success? 
If no: 
If your perception of what success is has changed over time, how is it now 
different to what it was (a) when you first started work(for example), (b) ten 
years ago (for example)? 
What do you think has influenced your changing perception of success? 
Give an example either of a specific person or the type of person you feel is 
a particular success? Why do you think they have been so successful? 
1, From your experience, what do you believe are the most important factors for 
success from a career perspective? 
4a, How do you think men and women compare in terms of success in the 
public sector? 
If respondent's indicate that there are differences in male and female success 
rates ask the following questions. 
What do you believe is the cause of these differences? 
4b Do you believe that the situation has changed with respect to women in the 
labourforce over the past 10 years? Why AVhy not? 
How important are career breaks in influencing success, particularly for 
women? How long do you think the optimum length career interruption isl 
4 Although, on average women were less successfiil than men in terms of 
position and salary, they perceived themselves as being more successful than 
men at the same level. 
Do you think this is an accurate reflection of working women's attitudes? 
Why do you think this occurs / does not occur? 
% How important do you feel that extra qualifications are in helping achieve 
promotion within the department? 
6. What part do you believe long term experience and seniority play in 
promotions? 
APPENDIX 6.1 
ATTITUDE STATEMENTS 
S^XrriON 2: WORK SATISFACTION 
Using the following five point scale , circle the n u m b e r which m o s t closely 
reflects how you feel a b o u t the s t a t e m e n t s m a d e below. 
I 
2 
a 
4 
5 
Strongly disagree 
Disagree 
Neither agree nor disagree 
Agree 
Strongly agree 
u 
a; 
u 
a 
iG 
•5 
u 
O 
c 
C3 
Cfl 
^ 
>, 
"So C 
o b 
C/D 
a; 
aj 
u 
03 
CD 
5 
U 
U 
u >3fi 
03 
u QJ 
5 
2 
a; 
<u 
u 
03 
>> 
til 
c 
o 
1 
2 
5 
6 
7 
8 
10 
11 
12 
13 
14 
15 
16 
17 
18 
I find my Job very Interesting 
I am satisfied with how much I have achieved In 
my career so far 
I would be prepared to move to another town or 
city If I was offered a better paid Job there 
I believe that I have achieved my potential Ln the 
workplace 
I have no plans for promotion 
I am happy with the amount that I am paid 
Financial reward is less Important to me than Job 
satisfaction 
I would not work in a job that was less well paid 
even if I enjoyed It more than my current position 
I believe I should have achieved more in my 
career by now 
I am happy doing the kind of work I do 
I do not think I have achieved much at work 
I have changed Jobs In the past because I was bored 
with my current position 
My main Interest In work Is the pay 
I am prepared to change Jobs regularly to Increase 
my overall career prospects 
I believe I will be working in this type of Job for 
the rest of my working life 
I find that my educahonal qualifications are very 
relevant to my current Job 
I have always worked in this type of Job 
I am able to use my skills and abilities to the full 
In my Job 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
APPENDIX 8.1 
ADDITIONAL ANALYSES 
Table 1 T-tests hetA^een those respondents who have had an interruption to their career s 
due to family responsibilities and those who have not. 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Variable 
OSl 
0S2 
0S3 
SS 
W^ 
VA 
Mean 
6.34 
8.61 
5.65 
7.72 
7.41 
9.22 
3.45 
3.58 
22.33 
30.47 
16.02 
23.17 
T-Value 
6.61 
6.61 
8.11 
1.63 
11.30 
6.27 
2-tail Probabiliry 
0.000 
0.000 
0.000 
0.104 
0.000 
0.000 
Table 2 T-tests between those respondents who have interrupted their careers in order to 
study and those who have not 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
Variable 
OSl 
0S2 
0S3 
as 
m 
VA 
Mean 
7.56 
7.56 
7.04 
6.76 
8.17 
8.43 
3.39 
3.53 
25.79 
26.89 
16.37 
20.27 
T-Value 
-0.55 
-0.47 
0.59 
1.03 
0.71 
1.80 
2-tail Probability 
0.580 
0.642 
0.554 
0.302 
0.479 
0.073 
Table 3 T-tests hetvveen those respondents who have had an interruption to their career s 
' due to travel and those who have not. 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No. 
Yes 
No 
Variable 
OSl 
0S2 
0S3 
SS 
EA 
VA 
Mean 
7.78 
7.57 
6.79 
6.78 
8.82 
8.37 
3.60 
3.51 
26.59 
26.82 
19.09 
20.01 
T-Value 
-0.29 
0.02 
-0.97 
-0.63 
0.14 
0.41 
2-tail Probability 
0.769 
0.983 
0.332 
0.529 
0.889 
0.684 
Table 4 T-tests between those respondents who have interrupted their careers for any 
reason other than family, study or travel and those who have not 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Variable 
OSl 
0S2 
0S3 
SS 
WK. 
VA 
Mean 
5.69 
7.70 
5.12 
6.88 
7.00 
8.48 
3.45 
3.52 
26.12 
26.84 
16.25 
20.16 
T-Value 
2.56 
2.45 
2.64 
0.45 
0.38 
1.50 
2-tail Probability 
0.011 
0.015 
0.007 
0.653 
0.703 
0.136 
Table 5 T-tests benveen those respondents who have interrupted their career for more t 
than one reason and those who have not. 
Yes 
No 
Yes 
No 
Yes 
Ma 
Yes 
No 
Yes 
No -
Yes 
No 
Variable 
OSl 
0S2 
0S3 
SS 
Wk 
m. 
Mean 
7.22 
7.63 
6.25 
6.85 
7.93 
8.46 
3.45 
3.53 
24.28 
27.12 
15.47 
20.51 
T-Value 
0.72 
1.14 
1.35 
0.61 
2.09 
2.66 
2-tail Probability 
0.475 
0.255 
0.180 
0.543 
0.037 
0.008 
Table 6 T-tests between males and females on key variables 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Variable 
OSl 
0S2 
0S3 
SS 
EA 
VA 
Mean 
8.68 
6.74 
7.78 
6.00 
9.40 
7.62 
3.52 
3.51 
31.02 
25.27 
23.90 
16.84 
T-Value 
5.52 
5.57 
7.94 
0.10 
8.32 
6.16 
2-tail Probability 
0.000 
0.000 
0.000 
0.924 
0.000 
0.000 
Table 7 A comparison ofthe career experiences of mates and females who have had no 
interruptions to their careers 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Variable 
OSl 
0S2 
0S3 
SS 
EA 
VA 
Mean 
8.81 
8.31 
7.94 
7.42 
9.54 
8.42 
3.54 
3.76 
31.11 
28.04 
24.38 
19.81 
T-Value 
0.86 
0.82 
2.81 
-1.62 
2.34 
2.02 
2-tail ProbabUity 
0.393 
0.416 
0.006 
0.107 
0.021 
0.045 
Table 8 A comparison ofthe career experiences of males and females who have had 
interruptions to their careers 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Variable 
OSl 
0S2 
0S3 
SS 
EA 
VA 
Mean 
7.40 
6.43 
6.67 
5.72 
8.33 
7.46 
3.40 
3.46 
29.73 
24.57 
20.33 
16.25 
T-Value 
1.25 
1.46 
1.73 
-0.40 
3.39 
1.72 
2-tail Probability 
0.213 
0.146 
0.086 
0.692 
0.001 
0.087 
i5IF9 A comparison of males and females who have had career interruptions of five 
years or less duration 
Variable Mean T-Value 2-tail Probability 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
OSl 
0S2 
0S3 
SS 
EA 
VA 
8.70 
8.24 
7.81 
7.30 
9.41 
8.62 
3.53 
3.74 
30.98 
28.36 
24.01 
19.44 
1.07 
1.20 
2.95 
-2.24 
3.08 
2.90 
0.288 
0.233 
0.004 
0.026 
0.002 
0.004 
Table 10 T-test between those women who have had an interruption to their careers and 
those who hctve not 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Variable 
OSl 
0S2 
0S3 
SS 
EA 
• % 
Mean 
6.43 
8.31 
5.72 
7.42 
7.46 
8.42 
3.46 
3.76 
22.71 
28.04 
16.26 
19.81 
T-Value 
3.09 
3.31 
2.38 
2.21 
3.55 
1.77 
2-tail Probability 
0.002 
0.001 
0.018 
0.029 
0.001 
0.175 
Table 11 A comparison of males and females who ha\'e had career interruptions of six 
years or more 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Variable 
OSl 
0S2 
0S3 
SS 
EA 
VA 
Mean 
8.69 
8.10 
7.80 
7.13 
9.40 
8.57 
3.52 
3.74 
30.98 
27.87 
23.89 
19.38 
T-Value 
1.41 
1.64 
3.18 
-2.36 
3.77 
2.98 
2-tajl Probability 
0.161 
0.103 
0.002 
0.019 
0.000 
0.003 
. . 
Table_l2 Influence of education level on objective success measure I -job title 
Low Moderate Hish Total 
Pnmary 
Secondarv' 
Trade 
Certificate 
Diploma 
Bachelor's 
Degree 
Postgraduate 
Diploma 
Master's 
Degree 
Doctorate 
Total 
Lambda 
Symmetrical 
OSl dependent 
EDLEV dependent 
9 (3.5%) 
21 (8.1%) 
8(3.1%) 
27(10.8%) 
25(10.0%) 
5(1.9%) 
0 (0.0%) 
0 (0.0%) 
0 (0.0%) 
0 (0.0%) 
1 (0.4%) 
1 (0.4%) 
44(17.0%) 
0 (0.0%o) 
0 (0.0%) 
0 (0.0%) 
1 (0.4%) 
I (0.4%) 
33 (12.8%) 
9 (3.5%) 
21 (8.1%) 
8(3.1%) 
29(11.6%) 
27(10.8%) 
82(31.8%) 
5(1.9%;) 21(8.1%) 23(8.9%;) 49(19.0%) 
11(4.3%) 14(5.4%) 25(9.7%) 
0(0.0%) 2(0.7%) 2(0.7%;) 4(1.6%;) 
100(38.8%) 80(31.0%) 78(32.3%) 258(100.0%) 
Value 
.28443 
.46203 
.12500 
Table 13 Influence of education level on objective success measure 2 - classification 
Primary 
Secondary 
Trade 
Certificate 
Diploma 
Bachelor's 
Degree 
Postgraduate 
Diploma 
Master's 
Degree 
Doctorate 
Low 
9 (3.2%) 
21 (7.4%) 
8 (2.8%) 
26(9.1%) 
23 (8.1%) 
5(1.8%) 
Moderate 
0(0.0%; 
0 (0.0%) 
0 (0.0%) 
3 (1.1%) 
3 (1.1%) 
55(19.4%) 
High 
0(0.0%) 
0 (0.0%) 
0 (0.0%) 
5(1.8%) 
1 (0.4%) 
36(12.7%) 
Total 
9 (3.2%) 
21 (7.4%) 
8(3.1%) 
34(12.0%) 
27 (9.5%) 
96 (33.8%) 
4(1.4%) 27(7.4%) 25(8.8%) 56(19.7%) 
0(0.0%) 9(3.2%) 19(6.7%) 28(9.9%) 
0 (0.0%;) 1(0.4%) 3(1.1%) 4(1.6%) 
Total 96(33.8%) 99(34.9%) 89(31.3%) 284(100.0%) 
Lambda 
Symmetrical 
OSldependent 
EDLE"V dependent 
Value 
.30295 
.49730 
.11170 
Table 14 Infiuence of education Level on objective success measure 3 - salary 
Pnman,' 
Secondary 
Trade 
Certificate 
Diploma 
Bachelor's 
Degree 
Postgraduate 
Diploma 
Master's 
Degree 
Doctorate 
Total 
Lambda 
Low 
9(3.2%) 
21 (7.4%) 
5(l .^%) 
8 (2.8%) 
14 (4.9%) 
4(1.4%) 
5(1.9%) 
0 (0.0%) 
0 (0.0%) 
Moderate 1 
0 (0.0%) 
0 (0.0%) 
3 (1.1%) 
19 (6.7%) 
11 (3.9%) 
30(10.6%) 
16 (5.6%) 
7 (2.5%) 
0 (0.0%) 
100(38.8%) 80(31.0%) 
Symmetrical 
OS 1 dependent 
EDLEV dependent 
Value 
.28293 
.31472 
.09321 
Moderate 2 
0 (0.0%) 
0 (0.0%) 
1 (0.4%) 
1 (0.4%) 
2 (0.7%) 
43 (15.2%) 
24(8.5%) 
10 (3.5%) 
2 (0.7%) 
83 (293%) 
High 
0(0.0%) 
0 (0.0%) 
0 (0.0%) 
5(1.7%) 
0 (0.0%) 
19 (6.7%) 
11 {3.9%) 
11 (3.9%) 
2 (0.7%) 
78 (323%) 
Total 
9 (3.2%) 
21 (7.4%) 
9 (3.2%) 
33 (11.6%) 
27 (9.5%) 
96 (33.9%) 
56(19.8%) 
28 (9.%) 
4(1.4%) 
258(100.0%) 
APPENDIX 8.2 
MULTIPLE REGRESSION VARIABLES 
APPEiNDIX 8.2 
Variables in the Regression Equations 
052 Objective Success Measure 2 (classification) 
053 Objective Success Measure 3 (salary) 
EA Employment Age 
VA- Vocational Age 
TYPED 1 Linear Career Types (dummy variable) 
TYPED2 Steady Career Types (dummy variable) 
TYPED3 Static Caree rTypes (dummy variable) 
TYPED4 Interrupted Caree rTypes (dummy variable) 
TYPED5 Spiral Career Types (dummy variable) 
TYPED6 Migratory Caree rTypes (dummy variable) 
EDLEV Level of Education Achieved 
EDREL Self Reported Relevance of Education 
CA CTu"onologicalAge 
SS Subjective Success 
APPENDIX 9.1 
RESULTS OF MODEL TESTING 
APPENDIX 9.1 
Original Model Parameter Estimates 
Figure 1: Interrupted vs non interrupted careers - common parameter estimates 
GENDER 
-0.14*(a 
0.18=* 
-0.04 
-0.29 
EDAGE 
.44* 
EDTIM 
EDLEV 
V0.06 
^ EDREL 
AGE 
* p < 0.05 calculated on the basis of two tailed test of significance 
(a) marginal significance 
Fit Statistics: 
X2 
RMR 
AGFI 
P 
NFI 
PNH 
390.24 (df 52) 
0.192 
0.723 
0.464 
0.700 
0.405 
Figure 2: Interrupted careers - separate parameter estimates 
GENDER 
-0.18 
-0.50 
EDAGE 
0.20^ 
AGE 
EDTIM 
EDLEV 
EDREL 
p <. 0.05 calculated on the basis of two tailed test of significance 
Fit Statistics: 
X2 
RMR 
AGH 
P 
NFI 
PNFI 
179.46 (df 36) 
0.160 
0.864 
0.671 
0.875 
0350 
Fioure 3: Non interrupted careers - separate parameter estimates 
0.50* 
GENDER -0.17* 
-0.21 
0.13, 
EDAGE 
0.45* 
EDTIM 
EDLEV 
Vo.04 
EDREL 
p ^  0.05 calculated on the basis of two tailed test of significance 
Fit Statistics: 
X2 
kMR 
AGFI 
P 
NFI 
PNR 
179.46 (df 36) 
0.160 
0.864 
0.671 
0.875 
0350 
Figure 4: Male vs female data - common parameter estimates 
EDAGE 
033 = 
EDTIM 
AGE 
EDLEV 
EDREL 
p <. 0.05 calculated on the basis of two tailed test of significance 
Fit Statistics: 
X2 
RMR 
AGR 
P 
NH 
PNn 
327.68 (df 46) 
0.128 
0.800 
0.625 
0.765 
0.489 
Figure 5: Female data - separate parameter estimates 
0.90^ 
( 
EDAGE 
) . 4 0 * ^ 
0.00~~^ 
r EA 
0.56* • 
^ '^TI^  
y 1 -u.uz 
^.2^"^^^ 
.0.18* 
w / Ob ) 
' ^ U.25=^ 
—w 
^ 
•C^ 
/ 
AGE 
/ 
/-0.09 
F-vQ^6* 
\ o . 0 8 
EDTIM 
EDLEV 
EDREL 
p < 0.05 calculated on the basis of two tailed test of significance 
Fit Statistics: 
X2 
RMR 
AGH 
P 
NH 
PNFI 
80.84 (df 32) 
0.077 
0.944 
0.906 
0.960 
0.427 
Figure 6: Male data - separate parameter estimates 
EDAGE 
0.13 
EDTIM 
EDLEV 
EDREL 
AGE 
p <• 0.05 calculated on the basis of two tailed test of significance 
Fit Statistics: 
X2 
RMR 
AGH 
P 
NFI 
PNn 
80.84 (df 32) 
0.077 
0.944 
0.906 
0.960 
0.427 
Modified Model Parameter Estimates 
Figure 7: Interrupted vs non interrupted careers - common parameter estimates 
GENDER 
0.59* 
AGE 
EDTIM 
EDLEV 
EDREL 
p < 0.05 calculated on the basis of two tailed test of significance 
Fit Statistics: 
X2 
RMR 
AGR 
P 
NFI 
PNFI 
450(df51) 
0.215 
0.639 
0353 
0.646 
0366 
Figure 8: Non interrupted careers - separate parameter estimates 
EDTIM 
EDLEV 
EDREL 
p ^ 0.05 calculated on the basis of two tailed test of significance 
Fit Statistics: 
X2 
RMR 
AGFI 
P 
NH 
PNH 
13937 (df 34) 
0.153 
0.848 
0.744 
0.908 
0343 
Figure 9: Interrupted careers - separate parameter estimates 
GENDER 
AGE 
0.20^ 
M " " ;0.19^ 
EDTIM 
EDLEV 
FDR FT. 
* p < 0.05 calculated on die basis of two tailed test of significance 
FitStatistics: 
X2 
RMR 
AGH 
P 
NFI 
PNFI 
13937 (df 34) 
0.153 
0.848 
0.744 
0.908 
0343 
Figure 10: Male vs female data-common parameter estimates 
EDAGE 
AGE 
EDTIM 
EDLEV 
EDREL 
p < 0.05 calculated on the basis of two tailed test of significance 
FitStatistics: 
P 
NFI 
PNFI 
332.26 (df 47) 
0.145 
0.776 
0.628 
0.762 
0.498 
Figure 11: Female data - separate parameter estimates 
EDAGE 
AGE 
0.56* EDTIM 
EDLEV 
EDREL 
* p ^  0.05 calculated on the basis of two tailed test of significance 
FitStatistics: 
X2 
RMR 
AGR 
P 
NFI 
PNFI 
59.26 (df 34) 
0.037 
0.961 
0.983 
0.960 
0.469 
Figure 12: Male data-separate parameter estimates 
EDAGE 
p ^ 0.05 calculated on the basis of two tailed test of: 
FitStatistics: 
X2 
RMR 
A G n 
P 
NFI 
PNFI 
59.26 (df 34) 
0.037 
0.961 
0.983 
0.960 
0.469 
APPENDIX 5.1 
STUDY 2 QUESTIONNAIRE 
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SECTION 3: BACKGROUND INFORMATION 
Finally, I would like to ask some questions about yourself to help Interpret 
the results of this survey. The information you give In this section Is strictly 
confidential and cannot be used to identliy you. 
1. What was your age on your last birthday? 
2. What gender are you? (please circle number) 
D 
1 Female % Male 
3. Which of the following best describes your present marital status? 
( please circle number ) 
1 Married 
2 Never married 
3 Separated/divorced 
4 Widowed 
5 Living with a partner 
4. Do you have any children? (please circle number) 
Yes No 
(go to question 5) (go to question 6) 
5. Please list the year(s) of your child(ren)'s birth(s) in order from oldest 
to youngest. 
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APPENDIX 5.2 
STUDY 3 QUESTIONNAIRE 
THE UNIVERSITY OF 
QUEENSLAND 
GRADUATE SCHOOL OF 
MANAGEMENT 
CAREER STUDY 
Please indicate when and why these InterrupUons occurred. 
Dates of Interruption Reason(s) for Interruption 
From To 
7, In total, how many years have you been employed on a full time basis 
during your working life? 
8, How many years you been employed on a part time basis? 
9. How many years have you been employed on a full time basis in the type 
of job you now have eg. teaching, administration, nursing? 
10. How many years have you been employed on a part time basis in the 
type of job you now have? 
11. Approximately what is your annual salary? (please circle number) 
1 Less than $ 5 000 8 $35 001 - $40 000 
2 $5 001 - $ 1 0 000 9 $40 001 -$45 000 
3 $10 001 - $ 1 5 000 10 $45 001 - $50 000 
4 $15 001 - $20 000 11 $50 001 - $60 000 
5 $20 0 0 1 - $ 2 5 000 12 $60 001 - $70 000 
6 $ 25 001 - $30 000 13 $70 001 - $85 000 
7 $30 001 - $35 000 14 More than $85 000 
SECTIONS: BACKGROUND INFORMATION 
1. In what year were you bom? I I | | ] 
2. What gender are you (please circle number) 
I Female 2 Male 
3. Which of the following best describes your current marital status? 
1 Married 
2 Never married 
3 Separated divorced 
4 Widowed 
5 Living with a partner 
4# Do you have any children? 
1 Yes 2 No 
If yes, how many children do you have? 
In what year was your oldest child bom? 
In what year was your youngest child bom? 
5 What is the highest level of formal education that you have reached? 
(please circle only one number) 
1 Primary school 6 Diploma 
2 Secondary school 7 Bachelor's degree 
1 Trade qualification 8 Post graduate diploma 
4 Certificate 9 Master's degree 
i Associate diploma 10 Doctorate 
APPENDIX 5.3 
STUDY 3 VARIABLES 
VARIABLE N O . CODE jCOLUMN 
: : i 
i j j 
QNO 1 l t o 3 
i i J 
OSl 1 1 iCleaner/Ground staff | 5 to 6 
2 iTeacherAide / Clerical Assist./Library Assist. | 
3 iClerk/Secretary/Registrar?Adniin Officer j 
: ? T 
4 iTrainee Officer/Executive Secretary 1 
5 i Assistant Officer | 
6 i Classroom Teacher/Therapist ] 
7 1 Officer/Classroom Teacher (4 year trained) j 
8 1 Consultant/Adviser j 
9 jAssistant Manager/Assistant co-ordinator/ j 
jSubject Master/Teacher-in-charge j 
10 i Senior Officer/Executive Officer \ 
11 1 Manager / Deputy Principal/ Co-ordinator SSC ! 
12 I Principal or Chief officer/Principal/ I 
1 Assistant Director 1 
13 i Director 1 
14 1 Director-General/Deputy Director-General | 
\ \ 1 
0S2 1 i Unclassified 1 8 to 9 
i 2 i A O l / P O l j 
3 iA02 1 
i 4 i 
5 \ 
A03/P02 I 
A 0 4 / Teaching Band 2 (<=3 year trained) | 
6 IA05 /P03 /Teach ing Band 3 (4 year trained) \ 
7 i Teaching Band 4 (Advanced Skills Teacher) j 
8 IA06 /P04 /Teach ing Band5CEOSD) | 
\ 9 i A 0 7 / P 0 5 1 „„ 
10 ^ A 0 8 / P06 / Teaching Band 6 (Deputy Principal) | 
11 ITeaching Band 7 (Principal) 1 
\ 12 SHS Band I 1 „. 
i 13 ISES Band 2 i 
i 14 1 SES Band 3 1 
V " " " " 
WORK ! 1 iTeaching .. 
i 2 i Administration 
\ 3 1 Other ___.. .^ 
c 
11 
' 
> ' 
— ~ ~ — ! •; 
JOBS lAs per questionnaire 1 13-14 
ORGS 
INTl 
INT2 
1NT3A 
1NT3AY 
1NT3B 
INT3BY 
INT3C 
1NT3CY 
1NT3D 
1NT3DY 
1NT3E 
EA 
EEA 
VA 
EVA 
083 
0 
1 
0 
I 
0 
1 
0 
1 
0 
1 
0 
1 
! 
1 
1 2 
I As per questionnaire 
iNo 
IYes 
j As per questionnarie 
INo 
IYes 
1 As per questionnaire 
INo 
iYes 
1 As per questionnaire 
INo 
IYes 
1 As per questionnaire 
iNo 
IYes 
1 As per questionnaire 
c 
|NO 
IYes 
1 As per questionnaire 
1 As calculated 
: 
1 As per questionnaire 
c 
\ As calculated 
E' 
t 
i Less than $ 5 000 
i$5001 - $ 10000 
16-17 
18 
20-21 
23 
i 
25-26 
"~1 28 
1 
30-31 
33 
"1 35-36 
1 38 
1 40-41 
43 
45-46 
48-49 
51-52 
54-55 
57-58 
TITl E 
1 
6 
IS 10001 -S 15000 
]% 15 001 -S 20 000 
[S 20 001 -$25 000 
rS25 001 -$30 000 
JL ^S30 001 
8 _ 1^35 00]^ 
9 j $ 4 0 001 
10 Is 45 001 
S 35 000 
S 40 000 
$ 4 5 000 
$ 5 0 000 
11 IS 50 0 0 1 - S 60 000 
il 
14 
IS 60 001 -S 70 000 
iS^ To om ^ $ ^ 000 
i S 85 000 and over 
10 ; CI assroom Teacher 60-61 
1.L 
12 
I Advanced Skills Teacher 
ITeacher in Charge / Year Level or Subject 
13 
\ Co-ordinator 
ITeacherAide 
_14 
15 
I Teacher Librarian 
I Special Educadon Teacher 
16 I District RelievingTeacher 
17 I Subject Master / Head of Department 
18 I Deputy Principal 
19 I Principal 
20 I Administradve Officer/ Registrar 
21 I Assistant Co-ordinator 
22 I Officer /Co-ordinator 
23 I Senior Officer 
24 I Manager^ 
25 J Co-ordinator School Support (Zentre^ 
26 I Director/Execudve Director 
27 i Consultant 
28 i Therapist 
29 I Personal Assistant 
30 i Cleaner 
31 I Janitor / Groundsperson 
32 I Adviser 
33 I Auditor 
^4 __l§£££ialisi][H£lHL 
36 
35 I Principal Officer 
Assistant Director 
RETW 
cri 
|As per questionnaire 1 
1 As per questionnaire j 
63-66 
5 
SSI 
CT2 
—""*"" "—*-"— 
1 As per questionnaire 1 
: j 
1 As per questionnaire i 
7 
9 
SS2 
cr3 
i As per questionnaire j 
1 • 
1 As per questionnaire \ 
11 
13 
1 1 i 
SS3 
cr4 
1 As per questionnaire 1 
lAs per questionnaire j 
15 
\7 
CT5 1 As per questionnaire i 19 
1 1 ! 
SS4 
: i 
i Reverse j 21 
; \ ! 
SS5 
SS6 
eve 
CY7 
cr8 
cr9 
EDREL 
CTIO 
cru 
TYPE 
E 
i 
i 
j — 
1— 
E 
E 
\ 
E 
1 As per questionnaire \ 
\ i 
; } 
i Reverse i 
i ! 
1 As per questionnaire ; 
; i 
t i 
1 As per questionnaire ] 
i 1 
t j 
1 As per questionnaire \ f-••• * I 
I 1 
T . . ! 
1 As per questionnaire 1 
i 1 
1 As per quesdonnaire 
f 
1 — •• 1 
i As per questionnaire j 
i 1 
T " : •;• 
\ As per questionnaire | 
i i— 
^ ! 
I 1 Linear | 
2 [Steady ! 
23 
25 
27 
29 
31 
33 
35 
37 
39 
41 
3 i Static j 
^ •^— , . ! 
4 1 Interrupted 1 
5 1 Migratory | 
6 1 Spiral | 
TYPEA I ! Linear I 43 
•^-'^•••^^ .6.........>...>,.....u.^.u...^..^V>. 1 
2 i Steady ! 
3 1 Static 1 
4 i Interrupted | 
5 i Migratory I 
1 6 1 Spiral j 
1 1 
YEAR : As per questionnaire j 5 to 8 
1 i i 
CA 1 As calculated 10 to 11 
i i j 
GENDER 0 IMale 1 13 
1 1 Female 
: : j 
MS 1 i Married j 15 
2 1 Never married 1 
3 1 Separated / divorced | 
4 'Widowed j 
5 1 Living with a partner j 
: : 1 
CHILD 1 1 JYes 17 
i 2 iNo 
CHILD2 i As per questionnaire 
CHILD3 i As per questionnaire 
! \ 
— ? — i 
CH1LD4 [As per questionnaire 
1 \ 
EDLEV i 1 [primary school 
i 2 1 Secondary school 
3 [Trade qualification 
' " • ' . . ^ > . - A . . . m i ^ » .UUU.. > . . . . . . — 
\ 4 [Certificate 
'-"— ^^-^ ^ > - * »—" - ""*' " "" 
5 [Associate diploma 
1 6 1 Diploma 
" * ' • ^ " " » - * ' " " 
i 7 \ Bachelor's degree 
19-20 
22-25 
27-30 
32-33 
" 
FFCEY 
FTCET 
QUAL 
EDTIMY 
EDTIMT 
ETRQ 
8 
9 
\ 10 
c 
; 
1 
c 
i 
( 
1 Post graduate diploma 
1 Master's degree 
1 Doctorate 
i 
1 As per quesdonnaire 
t 
1 As calculated 
: As per questionnaire 
f 
1 As per questionnaire 
i As calculated 
1 As calculated 
; 
i 
j 
I 
r 
j ^ 
! 
i 
i 
1 
1 
i 
i 
35-38 
40-41 
43-44 
46-49 
51-52 
54-55 
APPENDIX 5.4 
ORGANISATIONAL CHART OF THE 
DEPARTMENT OF EDUCATION 
Appendix 5". Lj. - Overview of Departmental structure 
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APPENDIX 5.5 
MAP OF THE REGIONS OF THE 
DEPARTMENT OF EDUCATION 
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APPENDIX 5.6 
TYPES OF SCHOOL ADMINISTERED BY 
THE DEPARTMENT OF EDUCATION 
i'rc-conipiiKors' 
sthoolinn 
(l(ini|"tiils()p, schoolini; i'ost-ioni pill son cdiicjiion 
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APPENDIX 5.7 
MAPS OF THE METROPOLITAN EAST AND 
METROPOLITAN WEST REGIONS 
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APPENDIX 5.9 
SECTIONS INVOLVED IN STUDY 3 
Head Office Number of 
Questionnaires 
Director - Corporate Services 
Director - Equity: Workforce & Studies 
Director - Human Resources 
Director- Resource Management 
Director - Studies 
Executive Director - Review & Evaluation 
Executive Director- Regional Operations 
Manager- Executive Support Unit 
i 9 
1 
i 8 
8 
10 
2 
1 1 
i 1 
Other Administration 
Executive Director - Metropolitan East Regional i 5 
Office 
i 
Executive Director- Metropolitan East Regional i 5 
Office 
i 
Centre 
Environmental Centres 
: 
Fortitude Valley Environmental Education Centre 
Nudgee Beach Environmental Education Centre 
St Helena Island Environmental Education Centre 
2 
1 2 
\ 2 
Education Centres I 
Bayside Education Centre 
Centre 2000 
Cosmos Education Centre 
Creative Arts Resource Centre 
Ipswich Education Centre 
P-12 Language Education Centre 
Sherwood Education Centre 
State Religious Education Centre 
Upper Mount Gravatt Education Centre 
W.H. Hooper Centre 
\ 2 
2 
j 2 
i 2 
1 2 
1 2 
1 2 
.., i 2 
1 2 
i 2 
1 
Early Childhood Resource Centres \ 
i 
Brisbane South Early Childhood Resource Centre 
Stafford Early Childhood Resource Centre 
2 
! 2 
District Special Service Centres 
Acacia Ridge District Special Services Centre 2 
Annerley District Special Services Centre 2 
Geebung District Special Services Centre 2 
Ispwich District Special Services Centre 2 
Kenmore District Special Services Centre 2 
Mount Gravatt District Special Services Centre 2 
Stafford District Special Services Centre 2 
Wynnum District Special Services Centre 2 
Distance Education 
Brisbane School of Distance Education 2 
Support Unit - School of Distance Education 2 
Centres for Continuing Education 
Coorparoo Centre for Continuing Education 2 
Hendra Secondary College 2 
Oxley Secondary College 2 
School Support Centres 
Bayside School Support Centre 2 
Corinda School Support Centre i 2 
Fortitude Valley School Support Centre 2 
Geebung School Support Centre 2 
Junction Park School Support Centre 2 
Limestone Hill School Support Centre 2 
Mount Cootha School Support Centre \ 2 
Mount Gravatt School Support Centre j 2 
Open Access Support Centre 2 
Rural Shires School Support Centre 1 2 
Southern Vale School Support Centre I 2 
Stafford School Support Centre 2 
Statewide School Support Centre 2 
SCHOOLS - METROPOLITAN EAST 
Primary (including Preschools and SE Us} \ 
Albany Creek SS 9 
Alexandra Hills SS 6 
Aspley East SS 
Belmont SS 
Birkdaie SS 
Brisbane East SS 
Cannon Hill SS 
Coolnwynpin SS 
Eagle Junction SS 
Geebung SS 
Hilliard SS 
Manly SS 
McDowall SS 
Mount Gravatt SS 
New Farm SS 
Nudgee SS 
Nundah SS 
Redland Bay SS 
Rochedale South SS 
Sandgate SS 
Stafford Heights SS 
Thomlands SS 
Victoria Point SS 
Virginia SS 
Wellington Point SS 
West End 
Wynnum West SS 
Yeronga SS 
E 
1 
E 
• 
i 
1 
! 
4 
6 
7 
3 
4 
7 
5 
3 
3 
3 
7 
6 
3 
5 
4 
4 
6 
3 
4 
8 
5 
4 
4 
3 
4 
8 
Secondary Schools 
t 
Aspley SHS 
Balmoral SHS 
Brisbane SHS 
Cavendish Road SHS 
Craigslea SHS 
Holland Park SHS 
Macgregor SHS 
Nashville SHS 
i 
t 
\ 
\ 
9 
10 
20 
10 
13 
7 
20 
7 
Sandgate District SHS 
Wynnum North SHS 
{ 14 
15 
Special Schools < 
1 
, , . , , t . . . 
Aspley Special School 
Baroona Special School 
Darling Point Special School 
I 
: 
t 
3 
2 
2 
Dutton Park Special School 2 
Eight Mile Plains Special School 2 
Geebung Special School 2 
Mount Gravatt Special School 2 
Mount Gravatt West Special School 2 
Newfarm Special School 3 
Newstead Special School 2 
Red Hill Special School 2 
Redland District Special School 3 
Royal Children's Hospital Special School 3 
Sandgate Special School 2 
Windsor Special School 1 
Xavier Special School 2 
SCHOOLS - METROPOLITAN WEST 
Primary (including Preschools & SEUs) 
Ashgrove SS 4 
Brassal SS 7 
Bundamba SS 7 
Corinda SS 6 
Graceville SS 6 
Grovely SS 5 
Hilder Road SS 5 
Inala SS 6 
Ipswich Central SS 5 
Ironside SS 8 
Jamboree Heights SS | 8 
Kenmore South SS 3 
Leichhardt SS i 3 
Logan Village SS 1 3 
Middle Park SS i 4 
Moorooka SS 5 
Mount Crosby SS 5 
Raceview SS 1 7 
Riverview SS 4 
Rosewood SS i 3 
Runcorn SS 7 
Serviceton SS 4 
Sunnybank Hills SS 8 
The Gap SS 5 
Warrigal Road SS i 7 
Secondary Schools 
Boonah SHS 
Ferny Grove SHS 
Ispwich SHS 
Lowood SHS 
Redbank Plains SHS 
Runcorn SHS 
The Gap SHS 
Yeronga SHS 
5 
i 17 
14 
9 
18 
\ 17 
1 12 
10 
: 
Special Schools 1 
Andrews Special School 
Calamvale Special School 
Claremont Special School 
Goodna Special School 
Inala Special School 
Ipswich West Special School 
Ipswich West Special School 
Milpera Special School 
Mitchelton Special School 
Montrose Special School 
i 2 
2 
2 
2 
cn 
\ 3 
i 2 
\ 3 
1 3 
\ 2 
APPENDIX 5.10 
STUDY 4 INTERVIEW QUESTIONS 
Researcher 
Institution 
Contact 
INTERVIEW QUESTIONS 
Susan Dann 
Griffith University 
875 7350 
Background / demographic data 
Date: 
Age: vears 
Gender; Male Female 
Position: 
Years in current position: years 
Years in profession; 
First profession? I. Yes 
years 
No 
Other jobs: (bnefly detail) 
Total years in the workforce; 
Intermpted career? I. 
Years of interruption: 
Yes 
years 
years 
Reason(s) for interruption; (briefly detail) 
No 
Highest qualification achieved; 
1. Primary school 
t. High school 
3, Tertiary - certificate 
C Tertiary - diploma 
3. Tertiary - degree 
6, Tertiary - higher degree 
The purpose of this study is to ask males and females in the Department of Education 
to analyse their experiences 
I. First of all, I would like to ask you how you would define success. 
Is this how you have always defined success? 
If no; 
If your perception of what success is has changed over time, how is it now 
different to what it was (a) when you first started work(for example), (b) ten 
years ago (for example)? 
What do you think has influenced your changing perception of success? 
Give an example either of a specific person or the type of person you feel is 
a particular success? Why do you think they have been so successful? 
I, From your experience, what do you believe are the most important factors for 
success from a career perspective? 
#a. How do you think men and women compare in terms of success in the 
public sector? 
If respondent's indicate that there are differences in male and female success 
rates ask the following questions. 
What do you believe is the cause of these differences? 
4b Do you believe that the situation has changed with respect to women m the 
labourforce over the past 10 years? Why /Why not? 
How important are career breaks in influencing success, particularly for 
women? How long do you think the optimum length career interruption is? 
4. Although, on average women were less successful than men in terms of 
position and salary, they perceived themselves as being more successful than 
men at the same level. 
Do you think this is an accurate reflection of working women's attitudes? 
Why do you think this occurs / does not occur? 
5 How important do you feel that extra qualifications are in helping achieve 
promotion within the department? 
6. What part do you believe long term experience and senionty play in 
promotions? 
APPENDIX 6.1 
ATTITUDE STATEMENTS 
SECTION 2: WORK SATISFACTION 
Using the following five point scale, circle the n u m b e r which mos t closely 
reflects how you feel abou t the s t a t e m e n t s m a d e below. 
1 
2 
3 
4 
5 
Strongly disagree 
Disagree 
Neither agree nor disagree 
Agree 
Strongly agree 
u 
m 
c 
o 
b 
CA 
O 
c 
o 
(U 
u 
"Ct) 
c/5 
OJ 
ii 
U 
tsO 
a 
u flj 
s 
•v>4 
di 
<u 
u 
03 
>> 
tl) 
C 
o 
1 I find my Job very Interesting 
2 I am satisfied with how much I have achieved in 
my career so far 
3 I would be prepared to move to another town or 
city if I was offered a better paid Job there 
4 I believe that I have achieved my potential In the 
workplace 
5 I have no plans for promoUon 
6 I am happy with the amount that I am paid 
7 Financial reward is less Important to me than Job 
saUsfaction 
8 I would not work in a job that was less well paid 
even If I enjoyed it more than my current posiUon 
9 I believe I should have achieved more in my 
career by now 
10 I am happy doing the kind of work I do 
11 I do not think I have achieved much at work 
12 I have changed Jobs in the past because I was bored 
with my current position 
13 My main interest In work is the pay 
14 I am prepared to change Jobs regularly to Increase 
my overall career prospects 
15 I believe I will be working in this type of Job for 
the rest of my working life 
16 I fmd that my educational quahfications are very 
relevant to my current Job 
17 I have always worked Ln this type of Job 
18 I am able to use my skills and abilities to the full 
in my Job 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
3 4 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
APPENDIX 8.1 
ADDITIONAL ANALYSES 
Table 1 T-tests between those respondents who have had an interruption to their career s 
due to family responsibilities and those who have not. 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Variable 
OSl 
0S2 
0S3 
SS 
EA 
m 
Mean 
6.34 
8.61 
5.65 
7.72 
7.41 
9.22 
3.45 
3.58 
22.33 
30.47 
16.02 
23.17 
T-Value 
6.61 
6.61 
8.11 
1.63 
11.30 
6.27 
2-taiI Probability 
0.000 
0.000 
0.000 
0.104 
0.000 
0.000 
Table 2 T-tests between those respondents who have interrupted their careers in order to 
study and those who have not 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Variable 
OSl 
0S2 
083 
SS 
Wk 
m 
Mean 
7.56 
7.56 
7.04 
6.76 
8.17 
8.43 
3.39 
3.53 
25.79 
26.89 
16.37 
20.27 
T-Value 
-0.55 
-0.47 
0.59 
1.03 
0.71 
1.80 
2-tail Probability 
0.580 
0.642 
0.554 
0.302 
0.479 
0.073 
Table 3 T-tests hetvveen those respondents who have had an interruption to their career s 
due to travel and those who have not. 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Variable 
OSl 
0S2 
0S3 
SS 
M 
VA 
Mean 
7.78 
7.57 
6.79 
6.78 
8.82 
8.37 
3.60 
3.51 
26.59 
26.82 
19.09 
20.01 
T-Value 
-0.29 
0.02 
-0.97 
-0.63 
0.14 
0.41 
2-tail Probability 
0.769 
0.983 
0.332 
0.529 
0.889 
0.684 
Table 4 T-tests between those respondents who have interrupted their careers for any 
reason other than family, study or travel and those who have not 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Variable 
OSl 
0S2 
0S3 
SS 
EA 
VA 
Mean 
5.69 
7.70 
5.12 
6.88 
7.00 
8.48 
3.45 
3.52 
26.12 
26.84 
16.25 
20.16 
T-Value 
2.56 
2.45 
2.64 
0.45 
0.38 
1.50 
2-tail Probability 
0.011 
0.015 
0.007 
0.653 
0.703 
0.136 
Table 5 T-tests between those respondents who have interrupted their career for more t 
than one reason and those who have not. 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Variable 
OSl 
0S2 
0S3 
SS 
m 
VA 
Mean 
7.22 
7.63 
6.25 
6.85 
7.93 
8.46 
3.45 
3.53 
24.28 
27.12 
15.47 
20.51 
T-Value 
0.72 
1.14 
1.35 
0.61 
2.09 
2.66 
2-tail Probability 
0.475 
0.255 
0.180 
0.543 
0.037 
0.008 
Table 6 T-tests between males and females on key variables 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Variable 
OSl 
0S2 
0S3 
SS 
EA 
VA 
Mean 
8.68 
6.74 
7.78 
6.00 
9.40 
7.62 
3.52 
3.51 
31.02 
25.27 
23.90 
16.84 
T-Value 
5.52 
5.57 
7.94 
0.10 
8.32 
6.16 
2-tail Probability 
0.000 
0.000 
0.000 
0.924 
0.000 
0.000 
Table 7 A comparison ofthe career experiences of males and females who have had no 
interruptions to their careers 
Variable Mean T-Value 2-tail Probability 
Male O S l 
Female 
Male 0S2 
Female 
Male 0S3 
Female 
Male SS 
Female 
Male EA 
Female 
Male VA 
Female 
8.81 
8.31 
7.94 
7.42 
9.54 
8.42 
3.54 
3.76 
31.11 
28.04 
24.38 
19.81 
0.86 
0.82 
2.81 
-1.62 
2.34 
2.02 
0.393 
0.416 
0.006 
0.107 
0.021 
0.045 
Table 8 A comparison ofthe career experiences of males and females who have had 
interruptions to their careers 
Variable Mean 
7.40 
6.43 
6.67 
5.72 
8.33 
7.46 
3.40 
3.46 
29.73 
24.57 
20.33 
16.25 
T-Value 
1.25 
1.46 
1.73 
-0.40 
3.39 
1.72 
2-tail Prob 
0.213 
0.146 
0.086 
0.692 
0.001 
0.087 
ability 
Male O S l 
Female 
Male 0 S 2 
Female 
Male 0 S 3 
Female 
Male SS 
Female 
Male EA 
Female 
Male VA 
Female 
Table 9 A comparison of males and females who have had career interruptions of five 
years or less duration 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Variable 
OSl 
0S2 
0S3 
SS 
EA 
VA 
Mean 
8.70 
8.24 
7.81 
7.30 
9.41 
8.62 
3.53 
3.74 
30.98 
28.36 
24.01 
19.44 
T-Value 
1.07 
1.20 
2.95 
-2.24 
3.08 
2.90 
2-tail Probability 
0.288 
0.233 
0.004 
0.026 
0.002 
0.004 
Table 10 T-test between those women who have had an interruption to their careers and 
those who have not 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Yes 
No 
Var iable 
OSl 
0S2 
0S3 
SS 
EA 
VA 
Mean 
6.43 
8.31 
5.72 
7.42 
7.46 
8.42 
3.46 
3.76 
22.71 
28.04 
16.26 
19.81 
T-Value 
3.09 
3.31 
2.38 
2.21 
3.55 
1.77 
2-tail Probability 
0.002 
0.001 
0.018 
0.029 
0.001 
0.175 
Table 11 A comparison of males and females who have had career interruptions of six 
years or more 
Variable Mean T-Value 2-tail Probabilitv 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
Male 
Female 
OSl 
0S2 
0S3 
SS 
EA 
VA 
8.69 
8.10 
7.80 
7.13 
9.40 
8.57 
3.52 
3.74 
30.98 
27.87 
23.89 
19.38 
1.41 
1.64 
3.18 
-2.36 
3.77 
2.98 
0.161 
0.103 
0.002 
0.019 
0.000 
0.003 
Table 12 Infiuence of education level on objective success measure I -job tale 
Low Moderate High Total 
Primary 
Secondary 
Trade 
Certificate 
Diploma 
Bachelor's 
Degree 
Postgraduate 
Diploma 
Master's 
Degree 
9 (3.5%) 
21 (8.1%) 
8(3.1%) 
27(10.8%) 
25(10.0%) 
5(1.9%) 
0 (0.0%) 
0 (0.0%) 
0(0.0%) 
0 (0.0%) 
1 (0.4%) 
I (0.4%) 
44(17.0%) 
0(0.0%) 
0 (0.0%) 
0 (0.0%) 
1 (0.4%) 
I (0.4%) 
33 (12.8%; 
9 (3.5%) 
21 (8.1%) 
8(3.1%) 
29(11.6%) 
27(10.8%) 
82(31.8%) 
5(1.9%) 21(8.1%) 23(8.9%) 49(19.0%) 
11(4.3%) 14(5.4%) 25(9.7%) 
Doctorate 0(0.0%) 2(0.7%) 2(0.7%) 4(1.6%) 
Total 100(38.8%) 80(31.0%) 78(32.3%) 258(100.0%) 
Lambda 
Symmetrical 
OSldependent 
EDLEV dependent 
Value 
.28443 
.46203 
.12500 
Table 13 Infiuence of education level on objective success measure 2 - classification 
Primary 
Secondary 
Trade 
Certificate 
Diploma 
Bachelor's 
Degree 
Postgraduate 
Diploma 
Master's 
Degree 
Low 
9(3.2%) 
21 (7.4%) 
8(2.8%) 
26(9.1%) 
23 (8.1%) 
5(1.8%) 
4(1.4%) 
0 (0.0%) 
Moderate 
0 (0.0%) 
0 (0.0%) 
0(0.0%) 
3 (1.1%) 
3 (1.1%) 
55(19.4%) 
27 (7.4%) 
9 (3.2%) 
High 
0(0.0%) 
0(0.0%) 
0(0.0%) 
5(1.8%) 
1 (0.4%) 
36(12.7%) 
25(8.8%) 
19(6.7%) 
Total 
9 (3.2%) 
21 (7.4%) 
8(3.1%) 
34(12.0%) 
27 (9.5%) 
96 (33.8%) 
56(19.7%) 
28(9.9%) 
Doctorate 0(0.0%) 1(0.4%) 3(1.1%) 4(1.6%) 
Total 96(33.8%) 99(34.9%) 89(31.3%) 284(100.0%) 
Lambda Value 
Symmetrical 
OSldependent 
EDLEV dependent 
.30295 
.49730 
.11170 
Table 14 Infiuence of education level on objective success measure 3 - salary^ 
Primary 
Secondary 
Trade 
Certificate 
Diploma 
Bachelor's 
Degree 
Postgraduate 
Diploma 
Master's 
Degree 
Doctorate 
Total 
Lambda 
Low 
9 (3.2%) 
21 (7.4%) 
5(1.7%) 
8 (2.8%) 
14 (4.9%) 
4(1.4%) 
5(1.9%) 
0 (0.0%) 
0 (0.0%) 
Moderate I 
0(0.0%) 
0 (0.0%) 
3 (1.1%) 
19(6.7%) 
11 (3.9%) 
30(10.6%) 
16 (5.6%) 
7 (2.5%) 
0 (0.0%) 
100(38.8%) 80(31.0%) 
Symmetrical 
OS 1 dependent 
EDLEV dependent 
Value 
.28293 
.31472 
.09321 
Moderate 2 
0 (0.0%) 
0 (0.0%) 
1 (0.4%) 
1 (0.4%) 
2 (0.7%) 
43(15.2%) 
24 (8.5%) 
10 (3.5%) 
2 (0.7%) 
83 (29.3%) 
High 
0 (0.0%) 
0 (0.0%) 
0(0.0%) 
5(1.7%) 
0 (0.0%) 
19 (6.7%) 
11 (3.9%) 
11 (3.9%) 
2 (0.7%) 
78 (32.3%) 
Total 
9(3.2%) 
21 (7.4%) 
9 (3.2%) 
33(11.6%) 
27 (9.5%) 
96 (33.9%) 
56(19.8%) 
28 (9.%) 
4(1.4%) 
258(100.0%) 
APPENDIX 8.2 
MULTIPLE REGRESSION VARIABLES 
APPENDIX 8.2 
Variables in the Regression Equations 
0S2 
0S3 
VA 
TYPED I 
TYPED2 
TYPED3 
TYPED4 
TYPED5 
TYPED6 
EDLEV 
EDREL 
SS 
Objective Success Measure 2 (classification) 
Objective Success Measure 3 (salary) 
Employment Age 
Vocational Age 
Linear Career Types (dummy variable) 
Steady CareerTypes (dummy variable) 
Static CareerTypes (dummy variable) 
Interrupted CareerTypes (dummy variable) 
Spiral Career Types (dummy variable) 
Migratory CareerTypes (dummy variable) 
Level of Education Achieved 
Self Reported Relevance of Education 
Chronological Age 
Subjective Success 
APPENDIX 9.1 
RESULTS OF MODEL TESTING 
APPENDIX 9.1 
Original Model Parameter Estimates 
Figure 1: Interrupted vs non interrupted careers - common parameter estimates 
GENDER 
-0.04 
-0.29=^ 
EDAGE 
0.18^ 
^ 4 4 * 
EDTIM 
EDLEV 
\ - 0 . 0 6 
EDREL 
* p < 0.05 calculated on the basis of two tailed test of significance 
(a) marginal significance 
FitStatistics: 
X2 
RMR 
AGR 
P 
NFI 
PNFI 
390.24 (df 52) 
0.192 
0.723 
0.464 
0.700 
0.405 
Fioure 2: Interrupted careers - separate parameter estimates 
GENDER 
-0.18 
-0.50 
EDAGE 
0.20^ 
AGE 
EDTIM 
EDLEV 
EDREL 
* p < 0.05 calculated on the basis of two tailed test of significance 
FitStatistics: 
X2 
RMR 
AGFI 
P 
NFI 
PNFI 
179.46 (df 36) 
0.160 
0.864 
0.671 
0.875 
0.350 
Figure 3: Non interrupted careers - separate parameter estimates 
0.50^ 
GENDER 
-0.21 
o.ia 
EDAGE 
045* 
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EDREL 
0.77* AGE 
p < 0.05 calculated on the basis of two tailed test of significance 
FitStatistics: 
X2 
RMR 
AGFI 
P 
NFI 
PNFI 
179.46 (df 36) 
0.160 
0.864 
0.671 
0.875 
0.350 
Figure 4: Male vs female data - common parameter estimates 
EDAGE 
0.33^ 
EDTIM 
EDLEV 
EDREL 
AGE 
* p < 0.05 calculated on the basis of two tailed test of significance 
Fit Statistics: 
X2 
RMR 
AGR 
P 
NFI 
PNFI 
327.68 (df 46) 
0.128 
0.800 
0.625 
0.765 
0.489 
Figure 5: Female data - separate parameter estimates 
0.40 
EDAGE 
0.90^ 
AGE 
EDTIM 
EDLEV 
EDREL 
p < 0.05 calculated on the basis of two tailed test of significance 
FitStatistics: 
X2 
RMR 
AGFI 
P 
NFI 
PNFI 
80.84 (df 32) 
0.077 
0.944 
0.906 
0.960 
0.427 
Figure 6: Male data - separate parameter estimates 
EDAGE 
0.13 
AGE 
EDTIM 
EDLEV 
EDREL 
p < 0.05 calculated on the basis of two tailed test of significance 
FitStatistics: 
X2 
RMR 
AGR 
P 
NFI 
PNFI 
80.84 (df 32) 
0.077 
0.944 
0.906 
0.960 
0.427 
Modified Model Parameter Estimates 
Figure 7: Interrupted vs non interrupted careers - common parameter estimates 
GENDER 
EDAGE 
-0.14* 
AGE 
EDTIM 
EDLEV 
EDREL 
p < 0.05 calculated on the basis of two tailed test of significance 
Fit Statistics: 
X2 
RMR 
AGR 
P 
NFI 
PNFI 
450(df51) 
0.215 
0.639 
0.353 
0.646 
0.366 
Figure 8: Non interrupted careers - separate parameter estimates 
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AGE 
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EDREL 
p < 0.05 calculated on the basis of two tailed test of significance 
FitStatistics: 
X2 
RMR 
AGR 
P 
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139.37 (df 34) 
0.153 
0.848 
0.744 
0.908 
0.343 
Figure 9: Interrupted careers - separate parameter estimates 
GENDER 
EDAGE 
-0.19 
AGE 
EDTIM 
EDLEV 
EDREL 
* p < 0.05 calculated on the basis of two tailed test of significance 
Fit Statistics: 
X2 
RMR 
AGR 
P 
NFI 
PNFI 
139.37 (df 34) 
0.153 
0.848 
0.744 
0.908 
0.343 
Figure 10: Male vs female data-common parameter estimates 
EDAGE 
AGE 
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p < 0.05 calculated on the basis of two tailed test of significance 
FitStatistics: 
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Figure 11: Female data - separate parameter estimates 
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FitStatistics: 
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